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Abstract 
 
 
 
 
Scholars suggest that an increasingly dynamic career context has shifted the nature of the 
psychological contract and led to more self-directed and customized careers. Moreover, 
research suggests that protean career orientation (PCO) can enable individuals to 
successfully and independently navigate a global and volatile labor market. As such, this 
study examines the influence of PCO on the development and acquisition of career 
capital, through proactive career management behaviors. Further, this study also 
examines the relationships between career capital and various work and life outcomes, 
including employability, career success and work-life balance and the contribution of 
these outcomes to individual well-being. Finally, this study also examines how 
leadership, adaptability, and a whole-life perspective moderate these processes.    
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Chapter 1: Introduction 
 
 Over the last two decades, scholars have repeatedly noted a marked shift in the 
fundamental nature of careers. While careers were once built within the confines of one 
or two organizations, workers today are breaking through organizational barriers and 
forging careers through numerous organizations, divisions, locations, and even industries 
(Sullivan, 1999). The traditional career, once guided by the organization and 
characterized by purely internal and vertical growth, is giving way to independently 
created and self-directed livelihoods. 
 Due to an increasingly volatile global economy (Bansak & Raphael, 2006; Comin 
& Mulani, 2006; Comin & Philippon, 2005; Farber, 2005; Stewart, 2002) employees no 
longer anticipate long-term employment with a single employer (Cappelli, 1999). Market 
pressures, such as globalization and rapid technological advancement, have increased the 
value of organizational flexibility and forced companies to become leaner in order to 
adapt, respond, and compete in a turbulent economic environment (Ashkenas, Ulrich, 
Jick, & Kerr, 1995; Davis, Haltiwanger, & Shuh, 1997; DeFillippi & Arthur, 1994). To 
foster these dynamic capabilities (Eisenhardt & Martin, 2000), organizations are 
restructuring their hierarchies by reducing managerial layers, outsourcing less essential 
business functions, and relying more heavily on collaborative work groups and self-
managed teams (Cappelli, 1999; Parasuraman, Greenhaus, & Linnehan, 2000). Moreover, 
because of their need to remain flexible in turbulent times, organizations have become 
hesitant to invest in long-term relationships with employees, whose skill sets may not 
match those required by the organization in the future (Greenhaus, Callanan & DiRenzo, 
2008; Nicholson, 1996).  
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 The need for fluidity and flexibility has altered the psychological contract 
between organizations and their employees (Herriot, Manning, & Kidd, 1997; Rousseau, 
1995; Smithson & Lewis, 2000; Tulgan, 2000). Under the traditional, relational contract 
loyalty was traded for job security. But faced with diminished opportunities for internal 
promotion and greater uncertainty over the organization’s future human capital needs, 
organizations and workers now establish short-term, transactional contracts in which 
individual productivity is exchanged for the opportunity to develop career competencies 
and increase marketability (Hall & Moss, 1998; Mirvis & Hall, 1994). As opposed to 
expecting long-term security with a single employer, today’s workers anticipate working 
with numerous organizations throughout their careers in transactional relationships that 
may enable them to remain employable and valuable to future employers (Fugate, 2006).  
 The departure from the traditional, organizational career, and the accompanying 
changes to the psychological contract, have increased scholarly interest in individuals as 
“agents of their own career destinies” (Inkson & Baruch, 2008: 217). Therefore, this 
study examines individual predispositions to proactively and autonomously shape their 
careers, as well as the specific behaviors and competencies that may arise from this 
inclination and the resulting impact on both career and life outcomes. Clarifying this 
process is both theoretically and practically significant so that we can better understand 
the nature of the emerging workforce and anticipate future career-related behavior.    
 Recognizing the importance of the individual in determining the direction and 
meaning of his or her career (Inkson & Arthur, 2001) has renewed discussion concerning 
Hall’s (1976) “protean career.” Originally defined as “… a process which the person, not 
the organization is managing” (Hall, 1976: 201), and more recently characterized as 
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“…being driven by the person, not the organization, based upon individually defined 
goals, encompassing the whole life space, as well as being driven by psychological 
success rather than objective success such as pay, rank, or power” (Briscoe & Hall, 2006: 
6), the protean career focuses on achieving subjective success through self-directed career 
management. Due to its emphasis on individuals as architects of their careers, some 
scholars have suggested that the protean psychological contract is in fact with oneself, 
rather than the employer (Hall & Moss, 1998).  
 Although the protean concept has inspired extensive discussion within the 
literature, researchers have been hard pressed to agree on a generally accepted 
conceptualization of the protean career. Various notions include: the development of the 
self (Granose & Baccili, 2007), an ongoing reinvention of the self (Inkson, 2006), 
shifting focus from the “work self” to that of the “whole self” (Hall & Chandler, 2005), 
serving the whole person, family, and life purpose (Hall, 2004), taking a whole-life 
perspective (Briscoe, Hall, & DeMuth, 2006), a balanced, autonomous work life (Hall & 
Richter, 1990), personal identification with meaningful work (Bridgstock, 2005), valuing 
freedom and growth (Hall, 2004), viewing the career as a series of learning cycles 
(Mirvis & Hall, 1994), and adaptability regarding performance and learning demands 
(Briscoe & Hall, 2006). Due to the lack of consistency among definitions, empirical 
research on the protean career was inhibited and remained fairly stagnant.  
 As such, scholars have suggested that, instead of attempting to define the protean 
career, it is more useful and accurate to view the protean concept as a psychological 
orientation predisposing individuals to particular career behaviors (Inkson, 2006). Two 
critical dimensions are thought to underlie all previous notions of the protean career and 
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have been consistently recognized as the essential elements of the protean career 
orientation (PCO): 1) a self-directed approach to career management in which the 
individual takes personal control over career development and takes the initiative to 
explore career options and make career decisions; and 2) a values-driven orientation 
whereby individuals pursue personally-meaningful (as opposed to socially-imposed) 
values and goals that provide the motivation behind their career decisions and create the 
standards for experiencing psychological career success (Briscoe & Hall, 2006). By 
addressing PCO, as opposed to the fairly ambiguous notion of a protean career, research 
can now adopt a predictive, rather than retrospective, stance on the protean concept and 
focus on the individual-level variables that may influence specific career behaviors and 
outcomes. Taking this approach enables research to move forward by examining 
relationships among PCO and the various concepts previously incorporated in competing 
definitions of a protean career. As such, this study will develop a theoretical rationale 
pertaining to PCO based on both the self-directed and values-driven dimensions which 
are expected to have similar relationships with all associated constructs in the model 
(Figure 1).  
 Since its inception, PCO has garnered increased theoretical and empirical 
attention. Nevertheless, research within this stream is still in its infancy and many 
relationships remain to be explored. While theory suggests that individuals high in PCO 
are driven in the pursuit of subjective career success, there has been little investigation of 
the relationships between PCO and any measures of success, whether subjective or 
objective. Moreover, as reflected in many of the conceptualizations mentioned above, 
researchers often presume that a values-driven career necessarily includes aspects of the 
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family, freedom, or personal growth, which lead to feelings of balance, satisfaction, and 
overall well-being. Yet, these relationships remain largely unexplored as well. Finally, 
some constructs originally considered inherent to a protean career, such as adaptability 
and whole-life perspective, are not incorporated in descriptions of PCO, creating a gap in 
our understanding of how these constructs may influence the development of protean 
careers.  
 Thus far, empirical research on the PCO remains predominantly qualitative in 
nature, with the few existing quantitative studies focusing primarily on the personality 
(Briscoe, Hall, & DeMuth, 2006) and demographic (Segers, Inceoglu, Vloeberghs, 
Bartram, & Henderickx, 2008) characteristics that may relate to either the self-directed 
and/or values-driven dimensions respectively. As such, because PCO research has only 
just begun, we are left with a very limited understanding of the behaviors that result from 
an individual’s PCO and how PCO might influence positive career and life outcomes. 
 Given the presumption that careers are growing increasingly boundaryless (Arthur 
& Rousseau, 1996), with the lines across organizations and between work and non-work 
roles becoming ever more blurred, it is important that we gain insight as to how 
individuals can successfully negotiate these transitions to achieve personal aspirations. 
Theory suggests that adopting a protean career orientation should facilitate one’s ability 
to function effectively across the “whole life space” (Briscoe & Hall, 2006) and attain an 
enduring sense of freedom and personal growth (Hall, 2004). Yet, we know very little 
concerning the process through which PCO may help individuals reach these goals, nor 
do we understand how various internal and external factors may affect these processes. 
Because individuals high in PCO proactively direct their careers, I suggest that they may 
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develop various career-related skills and competencies that enable better functioning in 
the work and/or life domains. Moreover, work-related factors, such as one’s relationship 
with his or her leaders may impact this effect. Finally, it is likely that individual-level 
values and capabilities will affect how, and if, certain career competencies are translated 
into many career and life outcomes. But as of yet, these relationships remain untested.  
With this in mind, the objectives of this study are as follows: 
1. To develop and test a model regarding the effect of PCO on the development of 
career capital and the individual behaviors that explain this effect. 
2. To examine the influence that leader-member exchange (LMX) relations have on 
the relationship between PCO and the development of career capital. 
3. To investigate how adaptability and a whole-life perspective may impact the 
relationship between career capital and various work and life outcomes (i.e., 
work-life balance and employability). 
 The following pages provide a brief discussion of the gaps in the literature 
regarding the consequences of holding a PCO, the linkages proposed in the model, and 
the implications for individuals, organizations, and future research.  
Overview of Gaps and Scope of the Study 
 The protean career concept has become increasingly relevant as economic and 
societal pressures have led to changes in the psychological contract between employer 
and employee. Whether by choice or out of necessity, individuals presently experience 
greater career autonomy than at any time in the past, giving rise to suggestions that a 
protean approach will offer tremendous benefits to individuals’ work and personal lives. 
Despite the normative stance of the literature, current research generally lacks empirical 
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examination of the positive consequences that result from PCO and the processes through 
which a PCO may lead individuals to achieve personally meaningful goals and 
experience greater individual well-being. In an attempt to fill these gaps, the proposed 
study develops and tests a process model that incorporates several constructs (career 
management behaviors, career capital, employability, career success, and work-life 
balance) that link PCO and individual well-being (Figure 1).  
 To date, the vast majority of the work pertaining to the protean career has been 
purely conceptual. This work is predominantly devoted to understanding the nature of the 
protean career, delineating it from the similar but conceptually distinct “boundaryless 
career” (Arthur, 1994), and espousing the potential benefits of enacting the protean career 
form. However, very little empirical work has actually tested the implications of the 
protean career for individuals and organizations. Recently, scholars have shifted focus to 
the protean career orientation (PCO), which is characterized by the preference for a self-
directed and values-driven career in the pursuit of subjective career success. This change 
has enabled research to progress by focusing on the underlying attitudes, cognitions, and 
perspectives that protean individuals share. This marks a turning point for research on the 
protean concept because we can now examine the individual level differences that give 
rise to customized careers and the associated behavioral and psychological outcomes that 
result. Nevertheless, although research on PCO has tremendous promise for adding to our 
understanding of 21st century careers, empirical examination of its influence on 
individual career processes and outcomes has only just begun. 
 So far, the existing literature has failed to provide a theoretical model that 
explains how PCO may influence individual well-being. Rather, most studies have 
8 
 
 
addressed either how a PCO develops in individuals throughout their careers (Crowley-
Henry, 2007; Crowley-Henry & Weir, 2007; Sargent & Domberger, 2007), the 
motivations, preferences, and individual characteristics that underlie and/or correlate with 
the adoption of a PCO (Briscoe, Hall, & DeMuth, 2006; Granrose & Baccili, 2006; 
Segers et al., 2008), or have applied PCO theory post-hoc to interpret results rather than 
posing predictive hypotheses (McDonald, Brown, & Bradley, 2005; Valcour & Ladge, 
2008). 
 Of the limited studies hypothesizing possible outcomes associated with PCO, only 
one has addressed the behaviors that may link PCO with positive career outcomes. De 
Vos and Soens (2008) found that self-directedness related to networking and visibility 
behaviors and was associated with perceptions of career satisfaction and external 
marketability. Baruch and Quick (2007) also found a relationship between PCO and 
career satisfaction, but they did not delineate between the two dimensions of PCO in any 
particular way. These findings are in line with suggestions that individuals high in PCO 
will proactively and independently manage their careers to achieve success. But, given 
the expansive literature on organizational and individual career management, the present 
study builds from these findings and will examine a variety of other proactive career 
management behaviors and provide insight into the specific behaviors that arise not only 
from the preference for self-direction, but from the desire to pursue personally 
meaningful goals as well.  
 Moreover, because individuals holding strong PCOs prefer to take control over 
their careers, it is suggested that these people engage in career management so as to build 
career capital and gain leverage in an increasingly dynamic economic environment. A 
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common thread among both the protean and boundaryless career literature is the need and 
ability to increase certain career-related competencies in order to maintain personal 
employability, acquire a sense of work-life balance, and achieve subjective career 
success. DeFillippi and Arthur (1994) suggested that “knowing-how” (human capital 
represented by the accumulation of transferable skills and knowledge) and “knowing-
whom” (social capital fostered by the ability to develop, sustain, and tap into one’s social 
network) are essential for individuals to remain competitive in the workforce. More 
recently, psychological capital (PsyCap) (Luthans & Youssef, 2004) has emerged from 
the positive organizational behavior (POB) literature and represents the motivational 
resources that accrue through positive psychological constructs such as efficacy, 
optimism, hope, and resilience (Luthans, Avolio, Avey, & Norman, 2007). Given the 
insecurity of the global economy, psychological capital may enable individuals to cope 
with the complexity of careers today and has been tied to lasting feelings of well-being 
over time (Avey, Luthans, Smith, & Palmer, 2010). As such, this study examines whether 
the desire for a self-directed, values-driven career (i.e., PCO) relates to the development 
of human, social, and psychological career capital through the enactment of proactive 
career behavior. Further, this study will also examine the distinct and aggregate 
relationships that tie these components of career capital to employability, work-life 
balance, and subjective career success.    
 It is also likely that an individual’s relationship with his or her supervisor will 
influence the impact of PCO on one’s career. According to leader-member exchange 
(LMX) theory (Dansereau, Graen, & Haga, 1975; Liden & Graen, 1980), establishing 
quality relationships with supervisors can expose individuals to resources, support, and 
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opportunities that can aid in career development (Chen, Lam, & Zhong, 2007; Dienesch 
& Liden, 1986; Graen & Uhl-Bien, 1995). Therefore, although the adoption of a PCO 
predisposes individuals to attaining personally meaningful goals, this supposition appears 
all the more likely if individuals with a strong PCO are aided by a high quality 
relationship with a leader who can facilitate the achievement of these goals. As of yet, 
there has been no examination of the effect of leadership processes on the relationship 
between PCO and career development. 
 In addition, this study will incorporate some of the conditional effects that may 
amplify the relationships between career capital and work/life outcomes. To begin with, 
the protean career was named after the mythological Greek god Proteus, who could 
change shape at will in order to adapt to any given situation. Accordingly, some authors 
have suggested that adaptability represents a meta-competency that can facilitate the 
acquisition and application of more specific skills, abilities, and competencies (Briscoe & 
Hall, 1999; Hall & Chandler, 2005) and further increase one’s employability in today’s 
competitive labor market (Fugate, Kinicki & Ashforth, 2004; Fugate & Kinick, 2008; 
Van der Heijde & Van der Heijden, 2006). Therefore, this study examines the moderating 
effect of adaptability on the translation of career capital into personal levels of 
employability. Along with adaptability, a commonly theorized element in the protean 
career is a whole-life perspective (Briscoe et al., 2006; Hall, 2002; 2004) that guides 
career decisions toward the fulfillment of both personal and work goals. Although often 
posited to be inherent in the values-driven dimension of PCO, it is premature for research 
to make this assumption. As such, this study will take a more parsimonious approach and 
investigate the interactive effects that PCO and a whole-life perspective may have on 
11 
 
 
individuals’ work and non-work lives. Although adaptability and a whole-life perspective 
are typically discussed as characteristics of a protean career, previous research has not 
included them as elemental to PCO. Nonetheless, I suggest that they likely play an 
important role in the acquisition of outcomes representative of a protean career (i.e., 
employability and work-life balance) and have incorporated adaptability and whole-life 
perspective as moderators in the model accordingly (Figure 1). 
 Finally, as previously mentioned, much of the PCO research has taken a 
qualitative approach and has sought to understand how and why individuals develop a 
PCO throughout their careers (Crowley-Henry, 2007; Crowley-Henry & Weir, 2007; 
Sargent & Domberger, 2007). Quantitative empirical research using PCO as an 
independent variable has been extremely limited. This is due, in part, to the varying 
conceptualizations of PCO regarding adaptability and a whole-life perspective. For 
instance, Inkson (2006) suggests that adaptability is a by-product of a protean career 
rather than a characteristic, while Briscoe and Hall (2006) incorporate adaptability into 
their conception of self-directed. Additionally, the assertion that protean individuals 
pursue goals relevant to the ‘whole self’ (Hall & Chandler, 2005) and that serve one’s life 
purpose (Hall, 2004) has caused assumptions that PCO individuals must necessarily hold 
values that differ from the organization. Yet others have observed that “a person could 
independently (in a protean fashion)” (Briscoe 2006: 650) pursue traditional 
organizational values such as pay, status, and power.  
 As a result, we lack sufficient measurement scales that are not only reliable, but 
clearly delineate the two-primary dimensions of the PCO from theoretically related 
constructs, as well as one another. While some research has used scales that seemingly 
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place greater (or all) weight on either the self-directed (Baruch & Quick, 2007; De Vos & 
Soens, 2008) or values-driven dimension (Granose & Baccili, 2006), others have 
included valuing freedom or growth in their measure of self-directedness thereby 
confounding the results (Briscoe, Hall, & DeMuth, 2006; Segers et. al, 2008).  
 As such, a new PCO scale has been developed for the current study that assesses 
one’s preference to take control over career management and make decisions based on 
personally defined values, so that we can adequately capture an individual’s orientation 
and inclination to act in protean ways. Departing further from existing measures, in 
addressing the values-driven dimension of the PCO, this study will focus on the 
individual determination, as opposed to the particular content, of personally meaningful 
goals and values. This important distinction will allow for the possibility that an 
individual high in PCO may nevertheless share organizational values and enact a 
traditional, organizational career. Utilizing this scale will enable the current study to 
measure the PCO more accurately and lead to a better understanding of the behavioral 
and psychological effects that arise from this orientation. 
Theoretical Contributions 
 The career landscape is growing increasingly dynamic. Recent economic, 
technological, and social changes have severely affected organizational structures and the 
psychological contract negotiated between organizations and employees. The result has 
been a dramatic rise in careers that cross numerous inter- and intra-organizational 
boundaries (Arthur, 1994) and an increased need for autonomous career management. 
This trend has ignited interest in the protean career orientation as it may help individuals 
find success and well-being given the insecurity and complexity of today’s careers. 
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 So far, most of the work on PCO has been devoted to understanding the nature of 
the PCO and how or why an individual may develop this orientation as his or her career 
unfolds. However, despite an abundance of theoretical work, empirical research is 
limited. A review of the literature indicates that there have been only two quantitative 
studies to date that examine some of the career consequences that may arise from 
adopting a PCO. Although theory regarding the protean concept routinely speculates 
positive relationships among PCO, career development, and career and life success, these 
assumptions await empirical testing. 
 As such, the first contribution of this study is to examine the possible linkages 
that may explain the impact of a PCO on the development of career capital. The literature 
has failed to test whether many theoretically associated constructs are in fact statistically 
related to PCO. Although scholars assert that protean individuals enjoy greater feelings of 
life balance and are likely to achieve feelings of career success, there has been limited 
investigation of the competencies and processes that may enable these consequences. 
While some researchers assume that proactive career management characterizes high 
levels of PCO, and that high PCO individuals are extremely skilled and valued in the 
workforce, these propositions require further empirical testing.  
 The second contribution of this study is to examine the conditions under which 
PCO is more likely to foster positive career development. Because leaders often have a 
strong impact on the growth and development of individuals and their careers, this study 
will extend the literature by being the first to examine the effects of leader-member 
relations on the relationship between PCO and the development of career capital. 
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 Finally, a third contribution of this study is to investigate the roles of adaptability 
and a whole-life perspective in one’s career. Although adaptability and a whole-life 
perspective have been intrinsically tied to the protean career, neither have been 
incorporated in PCO. As such, this study treats these variables as moderators of 
relationships linking career capital to outcomes in both the work and life domains (see 
Figure 1). In so doing, this study will enable greater conceptual and empirical clarity 
concerning the content of PCO and its relationship with theoretically correlated variables. 
Overview of Forthcoming Chapters 
 Chapter 2 provides a critical review of the theoretical and empirical literature 
pertaining to PCO and the protean career. In-depth literature reviews regarding career 
management, human and social capital, psychological capital (PsyCap), employability, 
career success, work-life balance, and individual well-being are provided as well. 
 Chapter 3 presents a model that describes the links between PCO and individual 
well-being and offers the rationale for the relations in the model. In Chapter 4 the study’s 
methodology is detailed, including explanations of the data collection, characteristics of 
the target sample, the measures that will be used to assess each construct, and the 
methods for statistical analysis of the data. 
 Chapter 5 presents the results and findings of the study. Finally, Chapter 6 
concludes with an integrative discussion of the major findings, contributions to the 
literature, limitations, and avenues for future research. 
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Chapter 2: Literature Review 
Overview 
 As careers continue to become increasingly self-directed and characterized by 
transactional psychological contracts with employers, the protean career orientation 
(PCO) and its consequences deserve further conceptual and empirical investigation. Of 
particular importance is an understanding of the process that may tie PCO to individual 
well-being. As such, this study offers a model in which PCO encourages the enactment of 
proactive career behaviors, thereby fostering the development of career capital, which in 
turn increase individual perceptions of work-life balance, employability, and career 
success, and ultimately lead to individual well-being. Furthermore, the model suggests 
that the quality of the relationship with one’s superior (leader-member exchange), one’s 
personal level of adaptability, and the degree to which one takes a whole life perspective 
on his or her career will intensify relationships among several variables in the model, 
enhancing the likelihood that an individual will attain positive career and life outcomes. 
 Chapter 2 defines and discusses all of the constructs presented in the model. Each 
section provides a review of the construct with particular relevance to its role within the 
careers literature. Furthermore, the definition of each construct is provided along with the 
rationale for its specific conceptualization in this study. The chapter will begin with PCO, 
followed immediately by the dependent variable - individual well-being. The constructs 
that link PCO and well-being will be discussed next. Finally discussion and clarification 
of the moderators will conclude the chapter. Theoretical development of the hypothesized 
relationships within the process model will be presented in Chapter 3. 
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Protean Career Orientation 
 The Protean Career Orientation (PCO) represents the focal construct of this study. 
Although there is an abundance of theoretical speculation regarding the protean concept, 
including PCO, empirical research has only just begun and is garnering increasing 
interest in the literature. This study develops and tests a process model through which 
PCO is likely to be associated with a variety of career and life outcomes, such as 
employability, career success, work-life balance, and individual well-being. 
 As mentioned in the preceding chapter, PCO developed as an offspring of the 
protean career concept. Hall (1976) introduced the protean career in his book Careers in 
Organizations, by describing the emergence of self-managed careers guided by the search 
for personal fulfillment. Believing adaptability to be essential to the successful enactment 
of this career form, Hall drew from Greek mythology, naming it after the god Proteus, 
who could change shape at will to meet the demands of any given situation. As such, the 
protean career has been commonly characterized as being highly adaptive and flexible, in 
addition to being self-directed in the pursuit of psychological success (Greenhaus et al., 
2008).  
 Originally, the protean career was defined as “a process which the person, not the 
organization, is managing. It consists of all the person’s varied experiences in education, 
training, work in several organizations, changes in occupational field, etc. The protean 
career is not what happens to the person in any one organization” (Hall, 1976: 2001, 
italics in original). This notion represented a significant departure from the traditional, 
organizational career characterized by hierarchical advancement and typically built 
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within the confines of a solitary employment setting, which continued to dominate the 
history of career theory for another two decades (Arthur & Rousseau, 1996). 
 Recently though, as scholars have noted that the organizational career framework 
is likely not representative of the 21st century’s volatile business climate (Cappelli, 1999; 
DeFillippi & Arthur, 1994; De Vos & Soens, 2008; Greenhaus et al., 2008; Inkson & 
Arthur, 2001; Inkson & Baruch, 2008; McArdle, Waters, Briscoe, & Hall, 2007; Segers 
et al., 2008), the protean concept has developed an emerging presence in the literature. 
Unfortunately though, researchers have struggled to find agreement on a generally 
accepted definition of the construct. While some ensuing characterizations of the protean 
career have focused on the development of the self (Granose & Baccili, 2007; Hall & 
Chandler, 2005; Inkson, 2006), others suggest high integration between work and 
family/life values (Hall & Richter, 1990; Hall, 1996; Hall, 2004), and still others focus on 
the notion of adaptability and continuous learning (Briscoe & Hall, 2006; Mirvis & Hall, 
1994).  
 The underlying issue causing these divergent conceptualizations is that scholars 
must inherently take a retrospective view of the career if they are to classify it as any 
particular career form. Research is hampered in that we can only look back on the careers 
of individuals to determine, after the fact, whether or not they can be adequately 
categorized as protean. This is likely why most work on the protean career has been 
qualitative or theoretical in nature, and why so many definitions of the protean career also 
include presumptions regarding individual motivations, personal values, career goals, life 
goals, and competencies that might enable various notions of success. Moreover, not only 
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are the aforementioned presumptions likely to be flawed, viewing a career in retrospect 
provides little, if any, predictive capability. 
 Possibly recognizing this issue, scholars noted that the protean career concept is 
likely best captured by an individual-level orientation rather than as an actual structure of 
a career (Briscoe & Hall, 2006; Inkson, 2006; Sargent & Domberger, 2007). Although 
PCO has also been referred to as the protean career “attitude” (Briscoe, Hall, & DeMuth, 
2006; De Vos & Soens, 2008) or protean career “approach” (Baruch & Quick, 2007), this 
study is consistent with Inkson’s (2006: 57-78) view that the protean career concept is 
best conceptualized as “a psychological career orientation, which implicitly gives rise to 
particular career behaviors.” 
 The organizational behavior literature is laden with a myriad of ‘orientations’ 
thought to be integral constructs in human behavioral processes. Goal orientation 
(Kozlowski & Bell, 2006; Wang & Takeuchi, 2007; Van Yperen & Janssen, 2002, gender 
role orientation (Livingston & Judge, 2008), other orientation (De Dreu, 2006), sexual 
orientation (Ragins, Singh, & Cornwell, 2007) among others have received increased 
attention and relevance in recent years. Surprisingly though, a precise and established 
definition of an orientation is yet to be clarified. Although commonly agreed to represent 
a predisposition toward specific behaviors, it is unclear as to whether an orientation is an 
attitudinal, cognitive, perceptual, behavioral, or emotional construct. As such, some 
authors have taken an expansive approach, describing an orientation as a framework that 
influences how the individual approaches and experiences various situations and 
activities (Kozlowski & Bell, 2006; Yperen & Janssen, 2002). Viewing orientations in 
this way allows for both personal factors (e.g., perceptions, dispositions) and context 
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(e.g., situations, activities) to play a role in the formation and manifestation of individual 
orientations. 
 Although I have been unable to uncover an explicit definition of ‘orientation’ in 
the literature, extensive review of the various types of orientations under investigation 
indicates that an orientation encompasses the motivation, desire, mindset, and attitudes 
that give rise to particular behaviors and yield stable patterns of cognition and action 
(e.g., Brickson, 2000; Briscoe & Hall, 2006; Inkson, 2006; Yeo, Loft, Xiao, & Kiewitz, 
2009). As such, PCO reflects a framework of beliefs, desires, and tendencies that 
predispose individuals to engage their career context in distinct ways. Specifically, the 
literature has reached consensus that PCO is a two-dimensional framework that refers to 
one’s preference to 1) take a self-directed approach to career management in which the 
individual takes personal control over career development and the initiative to explore 
career options and make career decisions; and 2) be values-driven in the sense that 
personally-meaningful values and goals provide the motivation behind career decisions 
and create the standards for experiencing career success (Briscoe & Hall, 2006). 
 Considering that a preference for self-directed career management implies a 
degree of career proactivity, this study suggests that PCO is often expressed through 
various forms of proactive career behavior. Also, the values-driven dimension might 
signify that these individuals are prone to enact specific behaviors that are congruent with 
the development and realization of their career values, such as those behaviors that 
necessitate or spawn from self-reflection. Evidence suggests that PCO is related to 
mastery orientation and may be predicted by proactive personality traits (Briscoe et al., 
2006) which relate to career initiative and proactive career-related behaviors (Fuller & 
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Marler, 2009; Seibert, Kraimer, & Crant, 2001; Thompson, 2005). The specific behaviors 
assessed in this study will be discussed in detail in the following section. 
 It should be noted that several commonly theorized aspects of the protean career 
have not been carried over and directly incorporated into PCO. For instance, notions that 
a person pursuing a protean career is concerned with the whole life space (Briscoe & 
Hall, 2006), seeks a balanced life (Hall & Richter, 1990), or places value on freedom and 
growth (Hall, 2004) are not inherent elements of the values-driven dimension. Although 
these conceptions seemingly refer to specific values or goals, PCO does not connote any 
particular set of values, or values that necessarily contrast with those of the organization. 
Rather, it is concerned with the individual derivation of career values, as opposed to the 
adoption of values or goals impressed upon the individual by an external source, such as 
the organization (Greenhaus et al., 2008).  As such, the PCO literature recognizes that an 
individual “could independently (in a protean fashion) select traditional career contexts 
and value some of the symbols of success they portend, including income and 
advancement” (Briscoe, 2006: 650). That is to say, individuals high in PCO may still 
desire and enact traditional, organizational careers. 
 In addition, although adaptability was at the core of Hall’s (1976) introduction of 
the protean career concept, it has been precluded from the essential dimensions of PCO. 
Instead, scholars suggest that adaptability may more appropriately reflect a career enabler 
that can be developed to facilitate desirable career outcomes (Greenhaus et al., 2008). 
The proposed model echoes these suggestions with the inclusion of adaptability as a 
moderator that can enhance the benefits associated with the development of career 
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capital. Both the whole life perspective construct and the adaptability construct will be 
described in greater detail at the end of this chapter. 
 Although research on PCO shows promise, there remains a strong need for the 
development of more adequate measures and more precise investigation into its influence 
and association with career-related outcomes. While PCO research is emerging in the 
literature and provides needed clarity on the shifting nature of contemporary careers, it is 
imperative that research be grounded in established theory and build from viable 
measures if we are to continue to develop our understanding of career enactment under 
today’s transactional psychological contracts. This study seeks to clarify the direction and 
nature of the relationships between many of the concepts theoretically associated with 
PCO and to shed light on the influence of PCO on individuals’ career and life outcomes. 
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Individual Well-Being 
 Much like the noted shift in the nature of careers, the field of organizational 
behavior may be experiencing a change as well. The recent impact of positive 
psychology, and more specifically positive organizational scholarship (POS) and positive 
organizational behavior (POB), is challenging the negative, deficit based approach to 
understanding work and well-being that has dominated the field (Carson & Barling, 
2008). Although scholars as far back as Maslow (1965) have investigated the possibilities 
of human potential within organizations (e.g., self-actualization), it has been just over a 
decade since Martin Seligman, then president of the American Psychological 
Association, formally recommended that positive psychology be an integral part of the 
scholarly agenda (Roberts, 2006; Simonton & Baumeister, 2005). This call arose from 
observations that although significant gains had been made toward the understanding of 
human dysfunction, very little work had addressed the heights of human potential in 
regards to optimal functioning and psychological well-being (Carson & Barling, 2008; 
Roberts, 2006).  In fact, a thorough review at the time indicated an astounding 17 to 1 
ratio in the number of scholarly articles examining negative psychological states versus 
those exploring positive states (Myers & Diener, 1995). 
Approaches to Well-Being 
 Two distinct, yet over-lapping traditions characterize well-being research: the 
hedonic and the eudaimonic (Ryan & Deci, 2001). The more prominent of these has been 
the hedonic view (Kahneman, Diener, & Schwarz, 1999; Ryan & Deci, 2001), which 
reflects well-being as feelings of pleasure or happiness. Hedonic well-being, typically 
referred to as subjective well-being (SWB), has its roots in the search for practical quality 
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of life indicators that could be used to inform social policy (Land, 1975). Originally, 
these indicators were most pertinent to assessing well-being at the societal level as they 
pertained to the objective conditions necessary for human survival, such as food, shelter, 
and health care. Although presumably useful for public policy, objective indicators of 
quality of life do not adequately reflect the inherently personal nature and experience of 
individual well-being. Noting this distinction, researchers clarified that although people 
live in objectively defined environments, it is their subjectively defined realities that 
shape individual behavior, feelings, and perceptions (Andrews & Withey, 1976; 
Campbell, Converse, & Rodgers, 1976). As such, research shifted focus to an emphasis 
on personal beliefs concerning happiness and life satisfaction as the primary components 
of subjective well-being and measures of one’s quality of life (Keyes, Shmotkin, & Ryff, 
2002). 
 Bradburn (1969) suggests that happiness is derived from an individual’s 
experience of positive and negative affect. The greater the excess of positive affect 
relative to negative affect, the happier an individual will feel. Therefore, under this 
conception well-being is affected by the degree to which the individual experiences 
emotional pleasure versus pain, and is likely reflective of an individual’s recent personal 
experiences. Conversely, life satisfaction corresponds to a different “temporal frame” of 
SWB (Keyes, et al., 2002) and represents a judgmental, long-term assessment of one’s 
perceived distance from his or her personal aspirations and life goals (Campbell et al., 
1976; Keyes et al., 2002). As such, SWB is characterized by both affective 
(positive/negative affect) and cognitive (life satisfaction) dimensions, which together 
form global assessments of SWB (Lucas, Diener & Suh, 1996).  
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 Life satisfaction represents an assessment of one’s quality of life based on 
individually defined criteria (Shin & Johnson, 1978) and varies to the extent that one’s 
perceived life circumstances match personally constructed standards (Pavot & Diener, 
1993). Therefore, life satisfaction reflects the overall satisfaction one has with his or her 
life, or general contentment with life as a whole (Pavot & Diener, 1993). Researchers 
have also recognized the value of domain-specific satisfaction, one’s particular 
contentment within specific life domains such as work, family, and leisure (Diener, Suh, 
Lucas, & Smith, 1999). Although domain-specific satisfaction is highly relevant to total 
life satisfaction, and in fact comes into play later in this study, broad assessments of life 
satisfaction provide a better representation of subjective well-being because they enable 
individuals to consider the relative importance of each life domain and weight them in 
accord with their own personal values (Diener, Emmons, Larson & Griffin, 1985). With 
this in mind, the present study utilizes global assessments of life satisfaction to measure 
hedonic well-being. 
 In contrast to the hedonic tradition’s emphasis on happiness and pleasure, the 
eudaimonic view (Ryan & Deci, 2001) suggests that well-being consists of fulfilling and 
realizing one’s true self and human potential. For instance, Waterman (1993) suggests 
that eudaimonia is achieved when the individual fully engages in life activities that are 
most congruent with deeply held values. Along these lines, Ryff (1995: 100) described 
well-being not as feelings of pleasure or happiness, but rather as “the striving for 
perfection that represents the realization of one’s true potential.” Proponents of the 
eudaimonic view dispute the value of SWB as an indicator of mental health and propose 
that the scope of SWB is too narrow to adequately represent positive human functioning 
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(Ryff & Singer, 1998).  Accordingly, they have developed psychological well-being 
(PWB), composed of six distinct dimensions: autonomy, personal growth, self-
acceptance, life purpose, environmental mastery, and positive relations (i.e., warm and 
trusting interpersonal relationships) and suggest that PWB represents a stronger, more 
holistic conceptualization of well-being than does conventional SWB (Keyes et al., 2002; 
Ryff & Singer, 1995). Conversely, supporters of the hedonic SWB tradition find fault 
with PWB because it does not allow individuals to make internal determinations of what 
makes their life good, but rather imposes the researcher’s external criteria onto 
assessments of individual well-being (Diener, Sapyta, & Suh, 1998).  
 Despite the recently accepted conceptual and operational distinction between 
SWB and PWB (Keyes et al., 2002; Ryan & Deci, 2001), researchers have often used the 
terms interchangeably. Although seemingly just an issue of semantics, the literature’s 
inability to consistently distinguish between the two unique constructs causes a lack of 
clarity and inhibits the progression of theory under both paradigms. This issue stems from 
early conceptualizations and measures of “psychological” well-being that focused on 
emotional, affect-based well-being and ultimately served as the foundation for the Index 
of Psychological Well-Being (Berkman, 1971a; Berkman, 1971b; Bradburn & Caplovitz, 
1965; Bradburn, 1969). Although these, and other affect-based measures, have and 
continue to produce interesting and enlightening research regarding work and well-being 
(e.g., Avey et al., 2010; Wright & Bonett, 2007; Wang, 2007), it is important for future 
research to recognize that such measures capture the affective component of SWB, and 
not directly any of the six components of PWB.  
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 A number of researchers have sought to clarify the empirical distinction between 
the two conceptions of well-being. Findings from these studies suggest that SWB and 
PWB are related but unique constructs that separately contribute to positive functioning. 
For instance, Ryff and Keyes (1995) analyzed data from multiple studies, finding strong 
correlations between SWB and some indicators of PWB, but weak relationships between 
SWB and the PWB dimensions of personal growth, autonomy, positive relations with 
others, and life purpose.  Similarly, an investigation into the relationships among a 
variety of well-being measures delineated two unique factors, one reflecting SWB and 
the other reflecting personal growth (Compton, Smith, Cornish, & Qualls, 1996). Later, 
McGregor and Little (1998) also analyzed a diverse set of indicators and likewise found 
two factors, one pertaining to aspects of SWB and the other to elements of PWB, again 
including personal growth, autonomy, and life purpose. Given these findings, and the 
conceptual distinction between SWB and PWB, authors now suggest taking a multi-
dimensional approach to well-being that includes aspects of both the hedonic (SWB) and 
eudaimonic (PWB) traditions (Keyes et al., 2002; Ryan & Deci, 2001). In accord with 
these suggestions, this study incorporates measures of both SWB and PWB to assess 
individual well-being. 
 As mentioned in Chapter 1, the pursuit of subjective success lies at the heart of 
the protean career. With its focus on individual interpretations of success, it is necessarily 
consistent to assess SWB and, therefore, subjectively derived perceptions of individual 
well-being. As such, this study utilizes global scales of life satisfaction so that we can 
properly capture individual beliefs pertaining to subjective well-being. The careers 
literature is also rife with suggestions that the protean career and/or a protean career 
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orientation are associated with feelings of freedom and personal growth (Hall, 2004). 
Moreover, the protean concept has been routinely coupled with notions of the career as a 
calling (Hall & Chandler, 2005) and with serving one’s life purpose (Hall, 2004). Given 
that the PWB dimensions of personal growth and life purpose correspond directly to each 
of these suggestions, and that they have been consistently delineated from SWB, this 
study also addresses these specific aspects of PWB. Taken together, this study considers 
both subjective and psychological well-being to be encompassed by the term individual 
well-being. 
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Mechanisms that Link Protean Career Orientation and Individual Well-Being 
Proactive Career Management Behaviors 
 In order to successfully navigate the contemporary career landscape, individuals 
must take control over their career development (Eby, Butts, & Lockwood, 2003; Hall, 
2002). As mentioned, it is suggested that individuals with a strong PCO will prefer to 
autonomously direct and proactively manage their careers in an effort to achieve 
personally valued goals (Hall, 2002; Briscoe & Hall, 2006). One criticism of current 
research on the PCO is that it has thus far focused primarily on career attitudes, not work-
related behavior (Briscoe et al., 2006). This study seeks to address this limitation. Career 
behaviors include making key decisions to foster career growth and implementing 
strategic plans for the development of career capital and leverage. As such, with some 
notable exceptions (Baruch & Peiperl, 2000), career scholars have shifted their attention 
from organizational career management (OCM) to individual career management or 
career-self management (CSM) (Abele & Weise, 2008; De Vos & Soens 2008; King, 
2004; Kossek, Roberts, Fisher, & DeMarr, 1998; Sturges, Guest, Conway, & Mackenzie 
Davey, 2002; Quigley & Tymon, 2006). 
 Career management is a process through which people clarify career values, 
strengths, and interests, specify career goals, and actively pursue those goals through 
strategic action (Greenhaus, Callanan, & Godshalk, 2010). It is important to recognize 
though, that there is inevitable overlap between organizationally-driven and individually-
driven career management behavior. For instance, an individual may partake in 
continuous learning opportunities made available by the firm. But to what extent is 
attendance at these sessions mandated by the organization or proactively sought by the 
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individual? These issues highlight the importance of making a clear distinction between 
the general term “career management” and the more specific “career self-management.” 
That distinction lies in the level of proactivity employees show in the management of 
their careers (De Vos & Soens, 2008; King, 2004; Kossek et al., 2002).  
 Proactivity relates to the anticipatory action that individuals take to influence 
themselves and their surroundings (Parker, Williams, & Turner; 2006). Proactivity in the 
workplace is displayed when individuals anticipate, plan for, and attempt to influence 
career-related outcomes through deliberate behavior (De Vos & Soens, 2008; Grant & 
Ashford, 2008; Parker et al., 2006). Although a mild distinction, this study prefers the 
term proactive career management behaviors to refer to the anticipatory actions initiated 
by the individual to purposefully and positively impact career growth and success. 
  This study builds from research indicating a relationship between PCO and 
proactive networking and visibility behaviors (De Vos & Soens, 2008). Because a wide 
array of behaviors have been incorporated in career studies (e.g., positioning, influence, 
boundary management, reflection, networking, skill development, ingratiation, 
consultation, self-assessment, optimization) (Abele & Weise, 2008; Crant, 2000; De Vos 
& Soens 2008; King, 2004; Kossek et al., 1998; Sturges et al., 2002), I have chosen to 
focus on two career management behaviors that encompass many of those just listed. 
This study builds from the rich tradition of research on career exploration (Stumpf, 
Colarelli, & Hartman, 1983) and career planning (Gould, 1979) to address proactive 
career management behavior.  
Career Exploration 
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 Career exploration is defined as purposive behavior that provides access to 
information about vocations, jobs, organizations, or oneself (Stumpf et al., 1983). It is 
considered a proactive career management behavior because the individual initiates 
learning that occurs through exploration enables people to clarify career values which 
ultimately serve as the basis for personal goals and perceptions of success. In addition, 
exploration facilitates the identification of individual strengths and weaknesses. 
Individuals can capitalize on this information and utilize strengths for greater 
performance and success and actively address any weaknesses that may be hindering 
their progress. Consistent with this notion, career exploration has been positively 
associated with job quality, career growth, and a variety of developmental behaviors 
(e.g., Noe, 1996; Noe & Wilk, 1993; Sugalski & Greenhaus, 1986; Zikic & Klehe; 2006).  
 In regard to career development, two primary sources of information derived from 
career exploration have been noted: the environment and oneself (Greenhaus & Sklarew, 
1981; Noe, 1996; Stumpf et al. 1983; Zikic & Saks, 2009). Self-exploration enables one 
to clarify his or her values and interests and to evaluate strengths and weaknesses. 
Environmental exploration involves actions intended to gain career and/or job relevant 
information. As such, career exploration involves both active and reflective components. 
Individuals may also be very systematic in their exploration or stumble across 
information randomly and fortuitously (Steel, 2002; Stumpf et al., 1983). Since this study 
is interested in proactive career exploration, I seek to address only intended and relatively 
systematic information seeking behavior. In addition to where (self or environment) and 
how (random or intended) an individual explores, Stumpf et al. (1983) suggest that how 
31 
 
 
often or how much one explores (frequency and depth of information) and what one 
explores (focus or direction) compose the final two components of career exploration.  
Career Planning 
 Career planning refers to deliberate efforts to outline future career development 
through setting and pursuing career goals (Gould, 1979; Greenhaus, 1971; Zikic & Klehe, 
2006). Career planning is consistent with self-regulation theories, which highlight the 
importance of actively setting individual determined goals (Bandura, 1991; Locke & 
Latham, 2002) and employing effective strategies for goal pursuit (Abele & Wiese, 
2008). As such, goal selection and pursuit are central aspects to the individual 
management of one’s career.  
 Gould (1979) developed a career planning model which consists of setting 
specific career-related goals and developing action-related strategies to achieve them. 
Therefore, career planning helps individuals identify career goals, which then “serve as 
cognitive mechanisms through which career behavior is organized, enacted, and 
evaluated” (Aryee & Debrah, 1993: 120). According to Greenhaus et al. (2010) career 
goals are career-related outcomes that an individual desires to attain (e.g., skills, salary, 
position). Goal setting theory (Locke & Latham, 1990) highlights the influential role that 
goals play in stimulating, directing, and maintaining effort. By establishing focused 
goals, individuals perform better than when no goals are established (Locke, Shaw, Saari, 
& Latham, 1981). Therefore, the more focused an individual’s career goals, the more 
likely he or she will be to stay motivated and take the appropriate actions necessary to 
develop individual resources and achieve those goals (Noe, 1996). Goal focus has been 
positively associated with salary, status, career development activity, career satisfaction, 
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and goal attainment (e.g., Abele & Weise, 2008; Abele & Spurk, 2009; Sugalski & 
Greenhaus, 1986). Additionally, it has been linked to behaviors geared toward the 
generation of new career opportunities (Noe, 1996), which can be vehicles for career 
growth and success. 
 The second component of Gould’s (1979) career planning model is the 
development and implementation of career strategies. Career strategies are purposeful 
activities that increase the likelihood of attaining career goals (Noe, 1996). They are 
thought to decrease the time required for, and uncertainty surrounding the achievement of 
important career objectives (Gould & Penley, 1984). The literature has identified several 
specific career-related strategies including networking, creating opportunities, expertise 
development, seeking advice, self-nomination, and ingratiation that can facilitate career 
growth and enhancement (e.g., Crant, 2000; De Vos & Soens 2008; Gould & Penley, 
1984; King, 2004; Kossek et al., 1998; Sturges et al., 2002). Research to date has 
empirically linked PCO to proactive networking and visibility behaviors (De Vos & 
Soens, 2008).  
 As a proactive management technique, career planning is important from an 
individual’s perspective for several reasons: 1) it enables individuals to maintain self-
determination and control over their intended work-life experiences, 2) it contributes to 
better career-related decisions that can impact job mobility and progression through 
successive career stages, 3) it may facilitate transitions between various life stages, and 4) 
it can foster the development of meaningful work as well as nonwork roles (Ayree & 
Debrah, 1993; Gray, Gault, Meyers, & Walther, 1990). As such, this study incorporates 
career planning as a proactive career management behavior because of its relation to 
33 
 
 
positive career-related outcomes such as employment quality, job fit, career commitment, 
and career success (e.g., Aryee & Debrah, 1993; Hall, 2002; Saks & Ashforth, 2002; 
Super & Hall, 1978; Zikic & Klehe, 2006).  
Career Capital 
 Career capital entails the individual resources and relationships that can positively 
influence career-related outcomes (Inkson & Arthur, 2001). In much the same manner 
that financial capital provides individuals (and organizations) greater security, flexibility, 
and opportunity, the development of career capital increases individual value in the 
workforce, providing greater security and opportunities for career growth and success. As 
such, this study proposes that career capital serves as the primary conduit between 
proactive career management behavior and positive career-related outcomes. Scholars 
have shown that developing career capital can enhance one’s long-term employability 
and generate career success (e.g., McArdle, et al., 2007; Ng, Eby, Sorensen, & Feldman, 
2005; Singh, Ragins, & Tharenou, 2009; Wolff & Moser, 2009).  
 Adopting Luthans and Youssef’s (2004) three aspects of competitive advantage, 
this study takes a three-pronged approach to the study of career capital and addresses the 
influence of human capital, social capital, and psychological capital in one’s career. As 
will be shown in the following paragraphs, these three forms of capital represent the 
functional, relational, and motivational elements of an individual’s career capital 
respectively. Given that research has often found relationships among motivation, social 
ties, and functional capabilities (Anderson, 2008; DiRenzo, Linnehan, Shao, & 
Rosenberg, 2010; Ng et al., 2005; Singh et al., 2009; Lester et al., 2008) and that these 
elements have been shown to have additive effects on career success (Rosenbaum, 1984; 
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Wayne, Liden, Kraimer, & Graf, 1999), this study conceptualizes career capital as a 
higher-order construct comprised of human, social, and psychological capital. Although 
human and social capital have been central constructs in prevailing career theory, this 
study introduces psychological capital into the career lexicon.  
 Drawing from theory related to core competencies of the firm, DeFillippi and 
Arthur (1994) suggest three specific career competencies or “ways of knowing” that are 
essential for career growth – knowing-how, knowing-whom, and knowing-why. 
Knowing-how competencies embody the transferable skills, capabilities, and knowledge 
that individuals can develop and utilize in various employment settings. Knowing-whom 
competencies refer to the breadth and diversity of an individual’s social network that can 
be drawn upon to foster career growth. Finally, knowing-why competencies help to 
answer questions pertaining to career motivation and personal identity. They are thought 
to guide the individual by clarifying the pertinent values that serve as the basis for career 
decisions and inspiration. Career scholars often base studies of career capital on these 
three competencies and have related them to both employability and career success (Eby 
et al, 2003; McArdle et al., 2007; Singh et al., 2009). This study builds upon this tradition 
and utilizes human, social, and psychological capital to represent three specific types of 
career capital. 
 Although DeFillippi and Arthur (1994) highlight these competencies as being 
particularly relevant in the context of “boundaryless” careers, i.e., those characterized by 
high levels of physical and/or psychological mobility (Sullivan & Arthur, 2006), given 
the inherent insecurity of contemporary work relationships, it is likely that these 
competencies are influential no matter the type of career an individual enacts. The 
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following sections elaborate on each of the aforementioned competencies and the issues 
involved with reflecting them through career capital constructs and measures. 
 Knowing-how refers to the accumulation of career-related skills and knowledge 
that contribute to both the organization’s and the individual’s knowledge-base (Arthur, 
Inkson, & Pringle, 1999; Bird; 1994; DeFillippi & Arthur, 1996; Eby, Butts, & 
Lockwood, 2003). It places emphasis on the development of a wide and flexible skill-set 
that is easily transferable and valuable across numerous organizations. Therefore, 
knowing how enables the individual to perform diverse and valued job functions and is 
commonly assessed by individual human capital (Eby et al, 2003; McArdle et al., 2007; 
Singh et al., 2009).  
 Human capital represents the individual’s personal and professional experiences 
that can enhance one’s career (Becker, 1964). A recent meta-analysis has shown that 
various human capital factors such as tenure, experience, education, political skill, and 
knowledge are directly related to career success (Ng et al., 2005). Because individuals are 
in constant competition for limited opportunities and must continually improve in order 
to succeed, human capital is a highly valued resource and is vital to remaining 
employable in the face of relentless competition. In fact, some authors have gone so far 
as to incorporate human capital as a central component of individual employability 
(Fugate et. al, 2004; 2006; McArdle et al., 2007). As such, human capital is a logical 
representation of knowing-how because it signifies individual level resources that can 
facilitate success across job boundaries and represents the functional form of career 
capital. 
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 Shifting from “what you know” to “who you know,” knowing-whom entails the 
career-related contacts and social networks that facilitate career success (Arthur et al., 
1999; DeFillippi & Arthur, 1994). It includes the relationships maintained in order to 
perform one’s current job, as well as contacts drawn from personal experiences with 
family, friends, professional acquaintances, mentors, etc. It represents a resource that can 
be tapped for career guidance, expertise, learning, exposure, and enhancing one’s 
professional reputation (Arthur, 1994; DeFillippi & Arthur, 1994; Eby et al., 2003 
Greenhaus et al., 2008). Knowing-whom has been equated to individual social capital and 
addressed in the careers literature through networking activities, mentoring relationships, 
and developmental networks (Eby et al., 2003; McArdle et al., 2007; Singh et al., 2009).  
 Social capital is “the aggregate of resources embedded within, available through, 
and derived from the network of relationships possessed by an individual” (Inkpen & 
Tsang, 2005: 151). It is thought to give individuals a strategic advantage in their careers 
as it can often lead to job opportunities, promotions, business leads, and venture capital 
(Forret & Sullivan, 2002). This is supported by a number of meta-analyses indicating the 
positive influence of both social capital (Ng et al., 2005) and mentoring relationships 
(Allen, Eby, Poteet, & Lentz, 2004; Eby, Allen, Evans, Ng, & DuBois, 2008; Kammeyer-
Mueller & Judge, 2008) on career development and success. Additionally, as with human 
capital, social capital has also been considered a central component of individual 
employability (Fugate et al., 2004) and positively related to re-employment (McArdle et 
al., 2007) and marketability (Eby et al., 2003). Although I contend that networking 
activities (behavior) do not accurately represent social capital (a resource), when 
measured appropriately social capital is a suitable reflection of the knowing-whom 
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competency because it is a resource of established ties that can foster career growth and 
reflects relational capital and one’s ability to build and utilize personal networks.   
 Knowing-why competencies answer the question “why?” as it relates to career 
motivation, personal meaning, and identification (DeFillippi & Arthur, 1994). 
Unfortunately, unlike the rather direct reflection of the knowing-how and knowing-whom 
competencies through human and social capital respectively, appropriately reflecting 
knowing-why has proven to be much more problematic due to confusion over the precise 
meaning of the construct. Whereas some authors suggest that knowing-why competencies 
are associated with the motivational energy to understand one-self while continuously 
adapting to various and changing work demands (Arthur et al., 1999; Eby et al., 2003) or 
that they help individuals to make sense of these constantly changing work agendas and 
provide motivation and direction to one’s career (DeFillippi & Arthur, 1994, McArdle et 
al., 2007), others claim that knowing-why  allows individuals to decouple their identity 
from the employer and enable them to pursue individual values and psychological 
success (Arthur et al., 1999; Eby et al., 2003; Mirvis & Hall, 1994).  
 Because of the ambiguity surrounding knowing-why competencies, research has 
made rather broad attempts to capture the resources (i.e., capital) that can provide these 
abilities and enable individuals to value their work and maintain career motivation. 
Previous conceptualizations have included personality variables such as proactive 
personality and openness to experience (Eby et al., 2003), elements of career identity 
such as identity awareness and career self-efficacy (McArdle et al., 2007), and so called 
“agentic capital” in the form of proactive career behaviors (Singh et al., 2009). But, with 
the possible exception of career self-efficacy, none of these truly reflect the essence of a 
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competency, ability, or resource. Rather, I suggest that psychological capital (PsyCap) 
(Luthans & Youssef, 2004) may represent a more appropriate reflection of knowing-why. 
Just as knowing-why helps to answer career-related questions pertaining to ‘who am I’ 
and ‘who do I want to be’ (DeFillippi & Arthur, 1994), PsyCap is “directly concerned 
with ‘who you are’ and more importantly ‘who you are becoming’ (i.e., developing one’s 
actual self to become the possible self”(Luthans, Avey, Avolio, Norman, & Combs, 
2006). In so doing, PsyCap represents the cognitive, motivational element of career 
capital that foster inspiration, identification, and personal meaning in one’s career. 
 Consistent with the over-arching POS perspective taken in this study, 
psychological capital is a central construct within the positive organizational behavior 
(POB) literature. POB is “the study and application of positive oriented human resource 
strengths and psychological capacities that can be measured, developed, and effectively 
managed for performance improvement in today’s workplace” (Luthans, 2002a: 59; 
italics added). Specifically, PsyCap is a composite construct defined as one’s positive 
psychological state of development that is characterized by: 1) having confidence (self-
efficacy) to take on and put in the necessary effort to succeed at challenging tasks; 2) 
making a positive attribution (optimism) about succeeding now and in the future; 3) 
persevering toward goals, and when necessary, redirecting paths to goals (hope) in order 
to succeed; and 4) sustaining and responding in the face of adversity (resilience) to attain 
success (Luthans et al., 2007). Moreover, scholars have consistently noted that PsyCap is 
a state-like construct that is open to development, as opposed to being trait-like and thus 
relatively fixed (Luthans, 2002a, b; Luthans & Youssef, 2004; Luthans, Youseff, & 
Avolio, 2007), and is both conceptually and empirically distinct from theoretically 
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related, trait-like constructs such as core-self evaluations (Luthans et al., 2007). Its state-
like nature suggests that PsyCap is likely predicted by more enduring indictors, such as 
personality traits or orientations, and is more affected by contextual influences than these 
more stable trait-like constructs as well.   
 Self-efficacy is drawn from Bandura’s (1986) social learning theory and 
represents “the employee’s conviction or confidence about his or her abilities to mobilize 
the motivation, cognitive resources, or courses of action needed to successfully execute a 
specific task within a given context” (Stajkovic & Luthans, 1998: 66). Optimism as a 
facet of PsyCap is associated with a positive, yet realistic, outlook and attribution of 
events (Luthans, 2002b). It includes a sensible evaluation of what the individual can and 
cannot accomplish in particular work settings (Luthans et al., 2007). Therefore, optimism 
can facilitate adaptation to changing work demands and agendas. Hope is a “motivational 
state based on an interactively derived sense of a) agency (goal directed behavior) and b) 
pathways (planning to meet goals)” (Snyder, Irving, & Anderson, 1991: 287, italics 
added). It involves the motivational energy to pursue personally valued goals (Gooty, 
Gavin, Johnson, Frazier, & Snow, 2009; Luthans et al., 2007). In other words, hope 
constitutes the will and the way to success (Luthans et al., 2007; Snyder, 2000).  Finally, 
resilience is the ability to rebound in the face of setbacks, failures, or change (Avey et al., 
2010). Resiliency enables the individual to overcome adversity and uncertainty in order 
to achieve success (Gooty et al., 2009; Luthans, Avey, Avolio Norman, & Combs, 2006).  
 Taken together, these four constructs “make a unique theoretical and measureable 
contribution to a higher order, core construct of PsyCap,” (Luthans et al., 2007: 550) 
representing a cognitive resource that can help individuals maintain the motivational 
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energy to adapt and identify with work throughout their careers. To date, PsyCap has 
been related to organizational citizenship behaviors (Avey, Wernsing, & Luthans, 2008), 
job performance and satisfaction (Luthans et al., 2007), and individual well-being (Avey 
et al., 2010).  
 As such, this study incorporates PsyCap into career theory and utilizes human, 
social, and psychological capital to represent the functional, relational, and motivational 
resources that facilitate career development and career success.  
Employability 
 This study suggests that individual levels of employability are derived from career 
capital and contribute to an individual’s greater sense of well-being. Once again, the 
increasingly turbulent nature of careers today is causing researchers to re-examine how 
they conceptualize contemporary notions of employability. Most research under the 
traditional career paradigm centered on the concept of person-job fit. Individuals were 
deemed employable if they had the fundamental knowledge, skills, and abilities to 
perform adequately in a particular job role (Fugate, 2006). But, current economic 
pressures have forced organizations to become leaner and more boundaryless (Cappelli, 
1999; Cross, Yan, & Louis, 2000; Greenhaus et al., 2008; Miner & Robinson, 1994) 
which requires functionally flexible employees who have the ability to adapt to 
fluctuating demands and navigate through a variety of work roles, duties, and 
responsibilities. (Fugate, 2006; Fugate & Kinicki, 2006; Van Der Heijde & Van Der 
Heijden, 2006).  
 Fugate et al. (2004) developed a multidimensional “psycho-social” 
conceptualization of employability and describe their construct with a description of the 
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“protean worker” (Hall, 2002). Their approach suggests that employability “enables 
workers to identify and realize career opportunities” (Fugate et al., 2004: 16) and 
comprises three unique, though inter-related, dimensions: career identity, personal 
adaptability, and social and human capital. Career identity represents how individuals 
define themselves within the career context and is likened to a ‘career compass’ that can 
be used for direction throughout one’s career (Fugate et al., 2004; Inkson, 2006; McArdle 
et al., 2007). It may include goals, personality traits, values, beliefs, etc. and helps one 
make sense of the past while giving purpose to the future (Fugate et al., 2004). 
Presumably, these authors are suggesting that employability lies in the clarity of one’s 
career identity through a precise understanding of one’s career goals and values. Second, 
personal adaptability entails both the willingness and capacity to change thoughts, 
feelings, and behaviors to meet environmental demands (Fugate et al., 2004; McArdle et 
al., 2007). Adaptability will be discussed in greater detail later in this chapter. The third 
dimension consists of social and human capital, both of which were already detailed in 
the preceding section. As represented in Table 1, and discussed in more detail shortly, 
this study does not consider adaptability, human capital, or social capital to be 
dimensions of employability, but rather suggests that these constructs predict and enable 
greater perceptions of employability. Fugate et al.’s (2004) three-dimensional approach 
has been tested in a longitudinal study of unemployed individuals and was shown to 
relate to self-esteem and job search activity during unemployment, ultimately leading to 
re-employment in the workforce (McArdle et al., 2007). 
 More recently, Fugate and Kinicki (2008) have revised this conceptualization and 
introduced dispositional employability to the literature. Defined as “a multi-dimensional 
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constellation of individual characteristics that predispose employees to (pro)actively 
adapt to their work and career environments” (Fugate, 2008: 268), dispositional 
employability consists of career identity, proactivity, career motivation, openness to 
changes at work, and work and career resilience (Fugate & Kinicki, 2008).   
 Under the dispositional approach, career identity is defined in the same manner as 
initially conceptualized above; that is, a clear definition of oneself in the work context via 
clarity in regard to one’s career values and goals. Additionally, work and career 
proactivity is thought to enable individuals to gather career-relevant information, develop 
career skills, and facilitate the identification of occupational opportunities. It can serve as 
a method to assess one’s value in the marketplace by comparing one’s skills and 
experience with current job opportunities and requirements (Fugate, 2006, Fugate & 
Kinicki, 2008). Career motivation is similar to learning goal orientation (Dweck & 
Leggett, 1988) and relates to career goals and planning (Fugate, 2006). Individuals with 
high career motivation are continually interested in mastering new skills and are therefore 
likely to actively pursue learning and training opportunities (Cron, Slocum, Vandewalle, 
& Fu, 2005; Fugate & Kinicki, 2008). Openness to changes at work enables people to 
perceive change as a challenge rather than a threat, be open to new processes and 
technologies (Miller, Johnson, Grau, 1994), and supports continuous learning and 
flexibility in uncertain situations (Digman, 1990; Fugate & Kinicki, 2008). Finally, work 
and career resilience is defined as being optimistic and confident, while also having 
positive expectations about the future and remaining persistent in the pursuit of desired 
goals. Thus far, although measures of the dispositional employability construct have 
demonstrated predictive and discriminant validity in a study of employee reactions to 
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organizational change (Fugate & Kinicki, 2008), a review of the literature found no 
further studies that adopt the dispositional approach. 
 It should be noted that Fugate and colleagues’ (2004, 2008) conceptualizations 
suggest that employability does not represent one’s ability to realize career opportunities, 
but rather that it “enables” and “predisposes” individuals to the realization of 
opportunities. As such, many of the dimensions of Fugate and Kinicki’s (2008) 
dispositional employability are rather similar to elements characteristic of career capital, 
as described in the preceding section. For instance, notions of resilience, optimism, and 
motivation have been discussed as integral elements of psychological capital. Moreover, 
human and social capital are incorporated in Fugate’s (2004) initial conceptualization of 
employability, and presented here as two distinct forms of career capital as well. 
Therefore, while Fugate and colleagues apparently consider these elements of career 
capital to fundamentally compose employability, this study views career capital as an 
antecedent to individual employability, with its impact on employability open to 
moderation by other internal and external factors. Therefore, to reflect this distinction, I 
modify Fugate et al.’s (2004) definition and suggest that employability is an individual’s 
ability to identify, develop, and realize career opportunities. It is important to note that 
these career opportunities include those available both within and outside the 
organization, indicating that employability reflects both internal and external 
marketability.  
 Van der Heijde and Van der Heijden (2006) have offered another multi-
dimensional conception of employability based on individual-level competencies They 
define employability as “the continuous fulfilling, acquiring or creating of work through 
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the optimal use of competencies” (Van der Heijde & Van der Heijden, 2005; 2006) and 
suggest that it consists of 1) occupational expertise, 2) anticipation and optimization, 3) 
personal flexibility, 4) corporate sense, and 5) balance. This definition somewhat reflects 
one’s ability to realize career opportunities, but similar to Fugate et al.’s (2004, 2006, 
2008) conceptualizations above, this approach considers career competencies to compose 
employability as opposed to predicting employability, and therefore not subject to further 
interaction effects. 
 Under the competence-based approach, occupational expertise is seen as a 
prerequisite for positive career outcomes (Van der Heijde & Van der Heijden, 2006). It 
consists of knowledge and skills related to a particular domain, as well as social 
recognition and ties with key figures. Anticipation and optimization encompass an 
individual’s preparation for future work changes and the appropriate career planning 
needed to align one’s skills and preferences with the demands of the labor market. 
Personal flexibility, on the other hand, connotes a passive adaptability to variation in the 
workplace; a resilience and tolerance that enables people to cope with and recover from 
workplace transitions. Corporate sense is a bit more abstract. It relates to the ability to 
effectively participate in different workgroups and function productively across various 
teams and organizational levels. Finally, the authors suggest that balance is integral to 
employability and is defined as successfully juggling employer and employee interests. 
Thus far, the competency-based approach has been positively associated with objective 
measures of success, including income and promotions (Van Der Heijde, de Lange, 
Demerouti, & Van Der Heijden, 2009). 
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 Again, we see correspondence between the competence-based approach and 
career capital. Although both the dispositional and competence-based approaches have 
displayed measurement validity, I do not believe that these approaches are appropriate for 
the study of individual employability. Rather, these approaches highlight some of the 
important determinants of one’s ability to maintain employment in a dynamic economy. 
As such, this study attempts to reflect the positive influence of elements in both the 
dispositional and competency based approaches on an individual’s ability to identify, 
develop, and realize career opportunities (i.e., employability). Again, this approach is 
consistent with Fugate et al.’s (2004) initial characterization, but differs in that it 
conceptualizes employability as a distinct outcome of individual competencies and 
proactive behaviors.  
 For instance, Fugate and Kinicki (2006) suggest that dispositional employability 
predisposes individuals to enact proactive behaviors, but then intimate that these 
proactive behaviors facilitate the identification and realization of job and career 
opportunities, i.e., employability. Although these relationships seem plausible, they also 
seemingly suggest a causal order, which leads from dispositional employability to 
proactive behavior and finally to actual employability. As such, their conception might be 
considered tautological. At the least, their perspective appears to recognize the 
actualization of employment as the end of the process.  
 Similarly, the competence-based approach represents employability as 
specifically consisting of particular competencies, but also defines employability as “the 
continuous fulfilling, acquiring or creating of work through the optimal use of 
competencies” (Van der Heijde & Van der Heijden, 2006: italics added). Once again this 
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is problematic in that their definition clearly states that competencies drive employability, 
yet their multi-dimensional approach includes these predictors in the actual construct. 
Additionally, it is very likely that a competence-based approach could never be complete. 
The organizational behavior literature is filled with a multitude of other competencies 
that have been related to positive work and career outcomes which are also likely to 
enable individuals to identify, develop, and realize career opportunities (e.g., cognitive 
ability, emotional intelligence, knowing-why, job-search efficacy, etc.). As such, this 
model suggests some of the possible predictors of individual employability and does not 
claim to capture the entire picture. This approach is consistent with previous research 
(Eby et al., 2003; De Vos & Soens, 2008) addressing the predictors of internal and 
external marketability. 
Career Success 
 As noted previously, the proposed model suggests that career success is a key 
determinant of individual well-being and is influenced by protean career orientation, 
career management behaviors, and career capital. These relationships will be discussed 
extensively in Chapter 3. The following section is a review of the career success 
construct. 
 Career success is the positive psychological or work-related outcomes and 
achievements that result from one’s work experiences (Judge, Cable, Boudreau, & Bretz, 
1995). It is an important construct within organizational behavior because it reflects an 
overall evaluation of one’s career and is the primary goal of career management. The 
literature has utilized two separate yet somewhat over-lapping conceptualizations. The 
traditional approach has addressed objective career success, which relates to observable, 
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measureable career outcomes that can be reliably judged by others, such as income, job 
level, and hierarchical status (Seibert, Kraimer, & Liden, 2001). Alternatively, subjective 
career success represents an individual’s judgment of the success of one’s career (Judge, 
Higgins, Thoresen & Barrick, 1999; Seibert, 2006).  This subjective appraisal is not only 
influenced by objective criteria, but also by internal factors such as individual aspiration 
levels, social comparisons to relevant others, and perceptions of situational constraints 
including opportunities for advancement in one’s chosen profession (Arthur, Khapova, & 
Wilderom, 2005; Gattiker & Larwood, 1988; Wolff & Moser, 2009). In so doing, the 
subjective approach encompasses both the internal and external aspects of one’s career 
and accounts for the individual’s unique set of goals and values that contribute to 
personal evaluations of success.  
 Despite interesting findings in both regards, researchers continue to debate the 
value of conceptualizing career success in either manner (Nicholson & de Waal Andrews, 
2005; Hall, 2002). For instance, supporters of the objective perspective argue that 
external rewards drive subjective perceptions of success (Nicholson & de Waal-Andrews, 
2005). Drawing on attribution theories (e.g., Johns, 1999), individuals typically attribute 
successes to internal characteristics but failure to external forces. Therefore, pay raises 
and promotions are thought to generate positive self-perceptions and consequently greater 
satisfaction with one’s career. Similarly, in accord with social comparison theory 
(Festinger, 1954), one’s salary and status are thought to serve as the primary basis for 
comparisons and the foundation of individual perceptions of success. As such, some 
researchers speculate that subjective career success is derived from one’s organizational 
rank or salary and is mainly fostered by promotions and increases in pay (Judge et al., 
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1995). Further, because pay and prestige are typically accompanied by greater levels of 
autonomy and responsibility, it is often suggested that external rewards are associated 
with psychological benefits as well (Seibert, 2006). As a result, research has traditionally 
focused on objective success due to the belief that career satisfaction is rooted in 
achievements that can be captured by objective measures. 
 But in light of flattening hierarchies, changes to the psychological contract, and 
shifts in contemporary career values and goals, many researchers conjecture that 
objective measures cannot adequately capture subjective career success. The supposed 
relationship between objective factors and subjective success is predicated on the 
assumption that workers desire and pursue clear paths of hierarchical advancement 
(Seibert, 2006). Because careers no longer follow orderly paths of vertical promotion and 
are often characterized by lateral movement within and between organizations (Arthur & 
Rousseau, 1996), it is unlikely that status and salary influence career satisfaction to the 
extent previously theorized.  
 For instance, theoretical and empirical research suggests that today’s workers 
primarily base job opportunity and transition decisions on personal and family concerns 
in addition to opportunities for advancement and increases in pay (Arthur & Rousseau, 
1996; Galinsky & Friedman, 1993). In fact, there is evidence to suggest that perceptions 
of success are highly rooted in personal values. Research has shown that time for oneself, 
job challenge, job security, social relationships, and balance between one’s career and 
personal life are important components of career success to business professionals 
(Friedman & Greenhaus, 2000). As such, even people who care most about external 
rewards, such as pay or status, are also highly concerned with meeting internal values that 
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shape personal notions of success. Therefore, considering the changed nature of 
contemporary careers, subjective career success represents a more complete perspective 
as evidence suggests that individuals can attain extrinsic success, but nevertheless feels 
dissatisfied with their career (Korman, Wittig-Berman, & Lang, 1981). 
 Moreover, as has been expressed throughout this chapter, career success and 
satisfaction have been related to each of the aforementioned constructs in the model. 
Most importantly, PCO is said to consist of a values-driven dimension in the pursuit of 
psychological success. Although Hall has varied in his definition of psychological 
success throughout the years (e.g., Briscoe & Hall, 2006; Hall, 1986; 2002; Hall & 
Chandler; 2005), there is consistency in that each conceptualization speaks to the 
individual’s own perception of career success based on his or her personal set of criteria. 
As such, subjective career success is more salient in theoretical and empirical 
investigations within the protean concept and specifically PCO. While this study also 
addresses objective career success in order to provide a comprehensive assessment of the 
outcomes associated with a PCO, this study is most concerned with empirical 
examination of the relationship between PCO and subjective career success.  
Work-Life Balance 
 Most research on the work-life interface has focused on the tension or discord 
between work and family roles as represented by the concept of work-family conflict 
(WFC). Research has indicated that the sources and direction of WFC can vary such that 
stressors originating in one’s work (family) role may spillover into one’s family (work) 
domain and negatively impact functioning in that role. There has been extensive 
investigation into the negative side of the work-family interface, with content reviews of 
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the literature suggesting that job stress, abusive supervision, work demands, work hours, 
and high level of job involvement can lead to conflict between work and family roles 
(Eby, Casper, Lockwood, Bordeaux, & Brinley, 2005) which can have a negative 
influence on individual well-being. 
 Recently, scholars have noted the positive influence that work and family roles 
can have on one another. The growing literature on work-family enrichment (WFE) and 
work-family facilitation (WFF) suggests that resources acquired and developed in one 
domain may also spillover and serve to aid functioning in the other. Thus far, research 
has indicated that a partner’s resources (Bernasco, De Graaf, & Utlee, 1998; Friedman & 
Greenhaus, 2000; Hill, 2005) having children (Lautenbach, 2006), and family 
involvement (ten Brummelhuis, Lippe, Kluwer, & Flap, 2008) as well as job autonomy 
and organizational support (Voydanoff, 2004) can provide benefits that can translate 
across domains. The shift from a solely negative (conflict) based view to a more balanced 
(positive/enrichment and negative/conflict) perspective of the work-family interface 
appears consistent with the growing movement toward the POS ideology in 
organizational behavior research. 
 An emerging concept in the work-family literature is the notion of work-family 
balance. Although work-family balance, or more broadly conceptualized work-life 
balance, receives considerable attention in the popular press and everyday conversation, 
the academic literature has really just begun to address the topic from a scholar 
perspective. In similar fashion to early writings on the protean career, authors have 
struggled to provide a lucid and consistent definition of balance, seemingly because they 
view it in fundamentally different ways. In a recent review of the literature, Greenhaus 
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and Allen (in press) note three divergent perspectives of work-family balance taken thus 
far, and offer a more comprehensive definition for the future. Each of these is outlined 
below. Although this study addresses the broader issue of work-life balance, these four 
perspectives still apply and represent the prevailing approaches to balance across multiple 
life roles.   
 Balance is commonly viewed as the absence of conflict (Greenhaus & Allen, in 
press). This is likely the definition given by most individuals (academic or otherwise) 
when briefly reflecting on the notion of balance. For instance, it is suggested that work-
family conflict represents an inability to balance work and family roles (Duxbury & 
Higgins, 2001). Frone (2003) takes it a step further, suggesting that balance exists when 
there is very little conflict between life roles and there is extensive enrichment and/or 
facilitation between life roles.  
 But, upon further reflection, it is apparent that this perspective is incomplete. 
Consider individuals so entrenched in work that they have minimal commitments to any 
other life roles. With little to no engagement in family, community, or leisure roles, it is 
difficult to consider these individuals “balanced.” Although they do not experience 
conflict, they seem rather imbalanced with their lives entirely weighted in this one life 
role. It is probable that some level of conflict is inevitable for individuals enacting 
multiple life roles. Balance, therefore, does not stem from merely avoiding conflict, but 
rather from the capability to successfully deal with conflict and meet all of life’s demands 
(Valcour, 2007). 
 Somewhat more appealing definitions emphasize either the degree to which one 
fully engages in multiple roles or the level of effectiveness and satisfaction experienced 
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across roles. Viewing balance as high involvement across multiple roles suggests that 
balance is achieved by approaching each of one’s life roles with an attitude of 
attentiveness and care (Marks & MacDermid, 1996) and evenly distributing time and 
energy across all domains (Kirchmeyer, 2000). Balance as high effectiveness and 
satisfaction across multiple roles shifts the focus from one’s involvement in roles to the 
positive outcomes that arise in each role. These definitions consider balance to stem from 
“effectiveness (good functioning, successful, productive) and/or positive affect 
(satisfying, happy, healthy) in both work and family roles (or, in the case of work-life 
balance, in multiple roles)” (Greenhaus & Allen, in press).    
 While both of these conceptualizations are appealing in that they require one to be 
engaged in multiple roles in order to be considered balanced, Greenhaus and Allen (in 
press) point out that they fail to incorporate the relative value of each role to a person’s 
life. Building from notions that balance is the effective distribution of effort and 
resources to activities important to one’s identity and needs (e.g., Bielby & Bielby, 1989; 
Kofodimos, 1993), they take a fit perspective and suggest that balance stems from the 
extent to which effectiveness and satisfaction in multiple roles are compatible with the 
individual’s values at a given point in time (Greenhaus & Allen, in press). Although a 
seemingly slight extension to the previous notions, it is essential to recognize that, in each 
role, the level of involvement, effectiveness, or satisfaction needed to achieve balance 
varies from person to person and is ultimately dependent on individual values and 
priorities.  
 As such, this view departs from previous theory in a few key ways. Greenhaus 
and Allen (in press) contend that most conceptualizations of balance spark images of a 
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scale, equally weighted on both ends in order to maintain equilibrium. Putting forth 
greater time or effort in any domain tips the scale and throws life out of balance. But, 
taking a fit perspective, we can more appropriately define balance as harmony among life 
roles. Instead of a scale then, we may imagine an orchestra comprised of numerous 
instruments and roles, each playing their part to contribute to the music.  
 Additionally, it is not merely the involvement of each instrument that creates 
harmony, but rather the effective use of each instrument as dictated by the piece and 
desired by the conductor. In fact, if each instrument were equally represented and played 
at the same volume, it is not likely to be coherent, let alone harmonious. Rather it might 
seem frenetic and decidedly erratic. Similarly, it is not merely that an individual is highly 
involved in multiple roles, but the manner in which these roles are enacted and the 
outcomes achieved that generates balance. That is to say that, although involvement 
certainly contributes to the balance process, it is the benefits gained from involvement 
across roles that enable a harmonious life.  
 Finally, continuing with the orchestral theme, although each instrument is of 
varying importance to the music with some playing less central roles, it is important to 
note that failure in any particular role is likely to upset the balance and harmony of the 
performance. It takes only one instrument to lose tempo to send the entire arrangement 
into total discord. In the same vein, although the importance of life roles can vary among 
individuals, it is unlikely that those who feel largely ineffective and unsatisfied in any 
one domain will experience balance. As such, an individual must achieve at least some, 
personally-acceptable, level of effectiveness and satisfaction in all roles in order to feel 
balanced (Greenhaus & Allen, in press). 
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Moderators of the Linkages between Protean Career Orientation and 
Individual Well-Being 
Leader-Member Exchange 
 Prior to the 1970s, leadership theory was constructed under the average leadership 
style perspective, which assumed that leader influence and behavior were applied 
uniformly across all followers. Departing from this norm, the Vertical Dyad Linkage 
(VDL) model introduced a relationship-based approach to leadership (Dansereau et al., 
1975), and subsequently evolved into Leader-Member Exchange (LMX) Theory (Graen 
& Uhl-Bien, 1995; Liden & Graen, 1980; Liden, Sparrowe, & Wayne, 1997).  
 Rooted in social exchange theory (Blau, 1964) and the norm of reciprocity 
(Gouldner, 1960), the basic premise of LMX is that leaders develop differential 
relationships and enact different leadership styles with their respective followers (i.e., 
members). These relationships range in quality from high to low, with high quality 
relationships characterized by emotional support and trust (Dienesch & Liden, 1986), 
high levels of effort and communication (Maslyn & Uhl-Bien, 2001), and congruent 
values (Ashkanasy & O’Connor, 1997). Conversely, in low quality exchange 
relationships, interpersonal interaction is reduced to simply fulfilling contractual 
obligations (Gerstner & Day, 1997; Henderson, Liden, Glibkowski, & Chaudhry, 2009; 
Liden & Graen, 1980).  
 Empirical efforts to distinguish the essential elements of quality relationships 
have shown LMX to be a multidimensional construct consisting of four currencies 
exchanged between leader and member: affect, loyalty, professional respect, and 
contribution (Liden & Maslyn, 1998; Liden, Sparrowe, Erdogan, Gavino & Maslyn, 
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2005). Affect refers to mutual liking based on interpersonal factors. Loyalty entails public 
support of the goals and character of the other person. Professional respect is represented 
by the admiration the supervisor and subordinate have for one another based on work and 
professional values. Lastly, contributory behaviors encompass all actions directed toward 
the accomplishment of the dyad’s goals (Dienesch & Liden, 1986; Liden & Maslyn, 
1998). 
 According to LMX, as the quality of leader-member relations increase, leaders 
offer subordinates greater opportunities, resources, and support that can contribute to 
career development (Boies & Howell, 2006; Chen et al., 2007). In turn, followers 
reciprocate the good will by performing more effectively, thereby sustaining high quality 
LMX. High quality exchanges offer an array of potential benefits for subordinates, 
including preferential treatment, differential allocation of rewards, greater access to 
supervisors, and increased feedback (Elicker, Levy, & Hall, 2006; Graen & Uhl-Bien, 
1995). Moreover, leaders are more likely to sponsor followers in social networks 
(Sparrowe & Liden, 2005) and provide mentoring to subordinates with whom they have 
high LMX (Scandura & Schriesheim, 1994). Given the benefits associated with these 
high quality relationships, is it not surprising then that members having high LMX 
relationships also experience greater feelings of competence (Gomez & Rosen, 2001), 
self-efficacy (Schyns, Paul, Mohr, & Blank, 2005), motivation (Tierney, Farmer, & 
Graen, 1999), and empowerment (Chen, Kirkman, Kanfer, Allen, & Rosen, 2007; Liden, 
Wayne, & Sparrowe, 2000).    
 For the purposes of this study, LMX refers to the quality of the leader-member 
relationship in regards to the four dimensions previously described: affect, loyalty, 
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professional respect, and contribution. Aside from its prevalence in the literature, LMX 
was chosen for examination in this study because LMX research has a rich tradition 
primarily focused on individual-level outcomes (Henderson et al., 2009; Schriesheim, 
Castro, Zhou, & Yammarino, 2001) and has been empirically tied to subjective career 
success (Breland, Treadway, Duke, & Adams, 2007; Wayne et al., 1999). Additionally, 
utilizing this multidimensional approach is consistent with recent research falling under 
the scope of POS that has tied LMX to positive subjective states, e.g., feelings of energy 
(Atwater & Carmeli, 2009). Therefore, LMX is likely to contribute to research on PCO 
because of its association with constructs theoretically related to the protean concept 
(e.g., subjective success and individual well-being) and is an emerging concept within the 
POS perspective. As will be portrayed in greater detail in the following chapter, I suggest 
that the quality of the leader-member relationship affects the process through which PCO 
impacts individual well-being. Specifically, I hypothesize LMX will moderate the 
strength of the mediated relationship between PCO and the acquisition of career capital, 
via proactive career management behaviors, such that the mediated relationship will be 
stronger when LMX is high than when LMX is low.  
Adaptability 
 As previously mentioned, the literature has often discussed the association 
between adaptability and employability. Although most research to date has 
conceptualized adaptability as either a component or outcome of employability (Fugate, 
2006; Fugate & Kinicki, 2006; Fugate et al, 2004; McArdle et al., 2007; Van Der Heijde 
& Van Der Heijde, 2006), the model presented in this study suggests that adaptability 
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interacts with individual career capital to enhance one’s ability to find, realize, and 
develop new work, that is, one’s employability.  
 Adaptability has grown increasingly salient as the fairly static nature of traditional 
careers has given way to an ever more dynamic career context. Because individuals 
frequently engage in short-term transactional contracts enacted across a variety of work 
settings (Rousseau, 1995), individuals are highly concerned with work-related flexibility 
and their ability to respond to changing work demands and environments. Foreseeing its 
importance to the successful enactment of one’s career, Hall (1976) suggested that 
adaptability be considered an essential dimension of career effectiveness. This notion has 
since been echoed by researchers seeking to expand our understanding of performance in 
one’s job and career (e.g., Campbell, 1999; Hesketh & Neal, 1999; London & Mone, 
1999; Pulakos, Arad, Donovan, & Plamondon, 2000).  
 Although it seems clear that adaptability has become particularly relevant to the 
study of careers, it remains a troublesome construct for empirical research. “Workers 
need to be increasingly adaptable, versatile, and tolerant of the uncertainty to operate 
effectively in these changing and varied environments. Yet adaptability, flexibility, and 
versatility are elusive concepts that have not been well defined in the psychological 
literature and are therefore difficult to measure, predict, and teach effectively” (Pulakos et 
al., 2000: 612). As a result, researchers have incorporated extremely diverse 
conceptualizations and measures of adaptability in their studies.  
 For instance, some researchers have taken a dispositional approach, suggesting 
that the ability to adapt stems from proactive personality (Crant, 2000; Seibert, Kraimer, 
& Crant, 2001). Fugate et al. (2004) extended the dispositional approach and suggest that 
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adaptability comprises a variety of personality traits that includes optimism, propensity to 
learn, openness to experience, internal locus of control, and general self-efficacy. In an 
apparent attempt to capture both a behavioral and cognitive element of adaptability, 
proactive personality and a boundaryless mindset (one’s attitude toward working across 
organizational boundaries) have been combined to serve as proxy measures for personal 
adaptability in prior research as well (McArdle et al., 2007).  
 Other researchers have focused on adaptability in terms of job-related 
performance (Campbell, 1999; Hesketh & Neal, 1999, Pulakos et al., 2000). Pulakos et 
al. (2000) delineate eight separate dimensions of adaptive performance including: solving 
problems creatively, dealing with uncertain and unpredictable work situations, learning 
work tasks, interpersonal adaptability, cultural adaptability, physically oriented 
adaptability, handling work stress, and handling crisis situations. Taking a broader 
perspective, others have operationalized career adaptability via career management 
behaviors, such as exploration, planning, and decision making (e.g., Creed, Fallon, & 
Hood, 2009; Germeijs &Verschueren, 2007; Hirschi, 2009; Savickas, 1997). 
 Finally, research has also taken a competency-based approach to adaptability. 
Hall and Chandler (2005) suggest that adaptability represents a meta-competency that can 
facilitate the acquisition of other, more specific competencies or skills. It enables the 
individual to engage in the necessary actions to acquire new skills and make successful 
changes in his or her career. Conceptualizing adaptability as a competency suggests that 
it is likely a related, but distinct, outcome of various personality traits, such as openness 
to experience that may predispose individuals to acquire adaptive capabilities. In accord 
with this perspective, the current study also takes a competency-based approach and 
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defines adaptability as the ability to read a situation and respond effectively in a 
changing environment (Morrison & Hall, 2002). Therefore, highly adaptable individuals 
are likely to identify those qualities that are critical to future performance and to make the 
personal transformations necessary to meet these needs (Hall, 2002). Additionally, to 
remain consistent with the competency-based approach, this study adopts Morrison and 
Hall’s (2002) adaptive competence scale as the measure of adaptability.  
Whole-Life Perspective 
 Finally, the model presented in this study suggests that a whole-life perspective 
moderates the positive relationship between career capital and work-life balance such that 
the relationship is stronger for individuals with a strong whole-life perspective than for 
those with a weak whole-life perspective. Notions of a whole-life perspective have been 
consistently alluded to throughout the development of theory in the protean concept. 
Scholars often presume that a protean career or individuals high in protean career 
orientation hold values that are in conflict with those of a traditional career or those of the 
organization. For instance, Briscoe et al. (2006: 6, italics added) suggest that PCO 
represents “the subjective perspective of the individual career actor… encompassing the 
whole life space, as well as being driven by psychological success rather than objective 
success such as pay, rank, or power.”  
 This assumption is consistent with much of the literature conceptualizing the 
protean concept as a holistic approach to one’s career (Briscoe & Hall, 2006), that shifts 
focus from the “work self” to that of the “whole self” (Hall & Chandler, 2005), serves the 
whole person, family, and life purpose (Hall, 2004), and enables the achievement of a 
balanced life (Hall & Richter, 1990). Nonetheless, although various conceptualizations 
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have implied that a holistic approach or specific values are fundamental elements of a 
protean career, it has been suggested that future research address these assumptions by 
clarifying the nature of the relationship between PCO and notions of a whole-life 
perspective (Briscoe et al., 2006). Doing so is important to help delineate the specific 
values that may be strongly related to PCO and their effect on career development and 
work and life outcomes.  
 Unfortunately, researchers have not offered an explicit definition of the whole-life 
perspective. Rather, it has only been represented by the fairly abstract notions of a ‘well-
rounded life’ described above. Therefore, this study suggests that it encompasses many of 
the specific values that have been consistently repeated in discussions of the protean 
career, such as the desire for balance, freedom, and growth (e.g., Hall, 2004; Hall & 
Richter, 1990). Accordingly, individuals taking a whole-life perspective are likely to 
view their career not only in terms of meeting work-related goals, but rather view the 
career more broadly within the context of one’s entire life. With this in mind, I offer a 
two-dimensional definition of the whole-life perspective that includes 1) the search for 
effectiveness and satisfaction in multiple life roles (rather than only the work role) and 2) 
the tendency to make career decisions with an awareness of their impact on other aspects 
of one’s life. As will be discussed in the following chapter, I contend that taking a whole-
life perspective will positively impact the relationship between career capital and 
achieving work-life balance. 
Conclusion 
 The literature review presented in this chapter indicates that while our 
understanding of PCO and its relationship with well-being and many career-related 
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constructs continues to develop, there is still much more to be done and much more to be 
learned. As a whole, literature pertaining to the protean concept has lacked theoretical 
and empirical clarity. The development of PCO offers an opportunity for greater 
precision and distinction in our studies which can foster better understanding of 
individual and customized careers. This study hopes to address these issues by drawing 
theoretical relationships between PCO, career development, and feelings of individual 
well-being. As such, Chapter 3 develops the hypotheses and articulates the specific 
relationships and processes that compose the research model.  
63 
 
 
Chapter 3: Model Development and Formulation of the Hypotheses 
Overview 
 The purpose of this chapter is to develop a framework for examining the 
processes that link PCO and individual well-being. The model seeks to explain how, and 
under what conditions, PCO positively influences career capital, through its impact on 
career-related behaviors. Additionally, the model seeks to explain how the development 
of career capital leads to the attainment of various career and life outcomes. The 
proposed model is unique in that it incorporates many of the diverse perspectives taken in 
theoretical discussions of the protean concept. The chapter begins with a brief overview 
of the research questions that guide the study, followed by the development of the 
process model and the hypothetical relationships among its components. The chapter 
concludes with a discussion of the study’s potential contributions to the literature. 
Research Purpose and Questions 
 The primary purpose of this study is to add much needed clarity to the protean 
career concept. In particular, this study focuses on one specific aspect of the protean 
concept, PCO, and examines its relationship with select career outcomes. Some of these 
relationships have been previously theorized in the literature, but not yet tested. In 
addition, many new relationships are proposed which address the enactment of proactive 
career management behaviors, the acquisition of career capital, the development of 
individual perceptions of employability, career success, and work-life balance, and 
ultimately individual well-being. As such, this study seeks to address the possible 
influence of PCO on well-being through its impact on career development and the work-
life interface. 
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 In addition, the study examines three moderators of the relationships in the 
process model. Leader-member exchange, personal adaptability, and a whole-life 
perspective are adopted in this study and suggested to positively influence career 
development and career-related outcomes. Adaptability and a whole-life perspective have 
been common themes in the literature, often said to be highly related to a protean career 
and PCO. Although some authors have alluded that these constructs may be components 
of PCO, this study adopts prevailing conceptualizations that PCO is a two-dimensional 
construct (self-directed and values-driven) and addresses adaptability and a whole-life 
perspective as moderators that can strengthen some of the relationships embedded within 
the PCO – well-being process. The inclusion of LMX represents the first consideration 
that leadership is likely to influence the manner in which PCO is manifested by 
individuals in organizational settings. Specifically, this model suggests that high LMX 
should enhance one’s ability to convert proactive career management into the 
development of career capital. 
 In sum, this study seeks to answer the following questions: 
1. How does the PCO influence the development of career capital? 
2. What specific career management behaviors explain this process? 
3. How do certain conditions (i.e., LMX, adaptability, whole-life perspective) 
influence the development of career capital and the achievement of certain work 
and life outcomes? 
PCO and Proactive Career Management Behaviors 
 Today’s transactional psychological contracts (Herriot, Manning, & Kidd, 1997; 
Rousseau, 1995; Smithson & Lewis, 2000) imply that employees must enact a range of 
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career management behaviors if they are to develop in their careers and achieve personal 
goals (De Vos & Soens, 2008; Hall & Moss, 1998). Scholars suggest that certain attitudes 
and cognitive characteristics make individuals more likely to engage in career 
management and best suited for success in the new world of work (Briscoe & Hall, 
2006). In particular, the PCO represents a predisposition toward a self-directed and 
values-based approach to one’s career, which may lead individuals to take personal 
initiative over career management and development. 
 Individuals high in PCO prefer to control the direction and development of their 
careers while also using their own, independently derived, values to guide their behavior. 
Conversely, individuals with a low PCO are more likely to “borrow” external standards 
(Briscoe et al., 2006) and passively allow their organization or superiors to handle career 
management. Because protean contracts are said to be more with oneself than with the 
organization (Baruch & Quick, 2007), PCO is likely expressed through personal agency 
and the proactive management of one’s career. 
 Career management is a process through which people clarify career values, 
strengths, and interests, specify career goals, and actively pursue those goals through 
strategic action (Greenhaus et al., 2010). As reflected in Figure 1, this study suggests that 
because high PCO individuals are driven to achieve personally meaningful values, they 
will proactively engage in both career exploration and career planning. 
 Exploration provides individuals with information pertaining to jobs, 
organizations, career paths, and one self (Stumpf et al., 1983). High PCO individuals are 
likely to engage in self-exploration in order to clarify personal values, career interests, 
and perceptions of job and career fit. They are also likely to access external information 
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to gain insight regarding job and career opportunities and weigh them against individual 
values to help inform career decisions. Although previous research has not examined the 
relation between PCO and career exploration, a positive association is consistent with 
indirect evidence indicating the influence of PCO on both career insight (De Vos & 
Soens, 2008) and career authenticity (i.e., a sense of authenticity in one’s career role) 
(Briscoe et al., 2006). It is probable that individuals high in PCO have a proclivity for 
career exploration in order to gain the insight needed to make career decisions that will 
lead to the fulfillment of personal goals. As such, these individuals will actively explore 
career development options in an effort to achieve personal values and psychological 
success (Hall, 2002).  
 In addition to actively clarifying career values and desires, people with strong 
PCOs will proactively plan their careers. Career planning refers to deliberate efforts to 
outline future career development through setting and pursuing career goals (Gould, 
1979; Greenhaus, 1971; Zikic & Klehe, 2006). As such, it entails two components: 
setting specific career-related goals and developing action-related strategies to achieve 
them.  
 People with strong PCOs are expected to proactively establish career goals in 
order to autonomously direct their careers. As opposed to individuals who may simply 
adopt organizational goals or wait for supervisors to assign particular goals for 
development and performance, high PCO individuals derive unique goals and standards 
for success (Briscoe et al., 2006; Greenhaus et al., 2008). Because high PCO individuals 
are both self-directed and driven to achieve personally-defined standards, they likely take 
the initiative to establish specific goals that would enable the fulfillment of their values. 
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Although no research has investigated the relation between PCO and goal-setting, 
establishing clear goals is thought to be an essential element of proactive career planning 
and a likely manifestation of one’s desire for personal agency over career growth (Abele 
& Weise, 2008).  
 Furthermore, people with strong protean career orientations are expected to 
initiate various career strategies to help them attain these personally meaningful goals. 
Because their personal values serve as the primary drivers of career action, these self-
directed individuals are likely to take calculated measures to ensure the fulfillment of 
these goals. As such, they are motivated to devise and implement tactics for success. 
Recent research supports this notion as PCO has been shown to predict engagement in 
networking and visibility strategies (De Vos & Soens, 2008). Moreover, given the 
correlation between PCO and proactive personality (Briscoe et al., 2006), the proposed 
link between PCO and strategies is theoretically consistent with research indicating a 
relation between proactive personality and a variety of career strategies and career 
planning as well (Fuller & Marler, 2009; Morrison & Phelps, 1999; Seibert et al., 2001; 
Thompson, 2005; Van Dyne & LePine, 1998).   
 Therefore, because high PCO individuals are guided by internally derived career 
and life values, and take personal agency over career development through self-directed 
action, it is expected that these individuals will proactively engage in exploration and 
career planning by establishing specific goals and developing strategies to achieve them. 
In particular, these strategies will be aimed at developing individual resources that can be 
drawn upon for career growth and success. As reflected in Figure 1, proactive career 
management behaviors are expected to mediate the relationship between PCO and the 
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development of career-enhancing resources, i.e., career capital. Career management 
behaviors are commonly thought to lead to positive career outcomes for individuals (e.g., 
Baruch & Peiperl, 2000; Gould & Penley, 1984; Kossek et al., 2002; Noe, 1996; Quigley 
& Tymon, 2006; Stumpf et al., 1983; Sturges et al., 2002; Sugalski & Greenhaus, 1986). 
Whereas the aforementioned studies posit that career management leads to positive career 
outcomes, a contribution of this study is to examine the processes that explain this 
relationship. As such, this study utilizes a career capital framework to illustrate the 
particular resources that are most likely to help individuals advance in their careers. 
Human capital, social capital, and psychological capital represent the specific individual-
level resources that can aid in the attainment of personal career goals (see Figure 1). 
 Human capital represents the personal and professional experiences that generate 
career growth (Becker, 1964). Resources such as experience, education, knowledge, and 
skill can greatly facilitate the pursuit of career success (Ng et al., 2005). Exploration 
should translate into greater levels of these facets of human capital. As individuals 
engage in exploration, they access job and career related information that provides them 
with an understanding of the skills necessary to attain certain jobs and succeed in various 
career paths (Steel, 2002; Stumpf et al., 1983). A by-product of exploration is a greater 
sense of one’s personal marketability and an understanding of the various skills and 
experience already possessed, and of those not yet developed. Therefore, an individual is 
expected to actively address any particular deficiencies that he or she detects.  Consistent 
with this suggestion, previous research has indicated a positive relationship between 
career exploration and the development of human capital through participation in training 
programs (Zikic & Saks, 2009).  
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 In the same vein, career planning is expected to enhance human capital as well. 
As people gain more clarity concerning both their competencies and values, they can 
recognize the precise skills or experience needed to reach these specific and personal 
goals and enact strategies to reach them. Career strategies can address the acquisition of 
greater experience, education, certifications, skills, or knowledge as well (e.g., Gould, 
1979; Gould & Penley, 1984; King, 2004; Kossek et al., 1998; Noe, 1996). In accord 
with goal-setting theory (Locke & Latham, 1990), having been actively involved in 
setting these goals, individuals are likely to achieve these specific and well-defined goals 
for development. This notion is further supported by empirical evidence that setting 
specific career goals is significantly related to career success (Abele & Spurk, 2009). 
 An additional offspring of proactive career management is the development of 
social capital. Social capital represents the resources available within one’s network of 
personal and professional relationships (Inkpen & Tsang, 2005). Through proactive 
career behaviors, individuals can broaden and deepen these relationships, which can lead 
to job opportunities (Forret & Sullivan, 2002) and be drawn upon for career guidance and 
personal growth (King, 2004; Parker & Arthur, 2000).  
 For instance, as individuals engage in career exploration, they are likely to expand 
their network of professional contacts. By engaging in a number of different jobs and 
positions, or by seeking out career information from more experienced workers or 
mentors, individuals will be provided opportunities to develop personal relationships with 
a variety of different people. This exposure increases the number of contacts in one’s 
network and likely enhances the diversity of resources available within the network. 
Although individuals may switch jobs or careers, many of the relationships, and therefore 
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resources embedded within them, will be carried over and can be utilized in the future. In 
addition, individuals are also likely to seek information from their existing network 
during exploration as well. As they continue to tap into this network over time, the 
relationships become stronger, adding to the depth of the network. Each transfer of 
information strengthens network ties and may lead to new relationships as well. As such, 
exploration may drive social capital growth as individuals develop numerous personal 
contacts in their quest for greater information and clarity in their careers. This notion is 
consistent with evidence of significant correlations between career exploration and social 
supports (Rogers, Creed, & Glendon, 2008; Zikic & Saks, 2009). 
 Social networks can expand as a result of career planning as well. After 
establishing specific goals, individuals tend to be highly motivated and determined 
(Locke & Latham, 1990), and will likely reach out to contacts who can help realize these 
goals (Jokisaari & Nurmi, 2005). Therefore, individuals may generate new contacts who 
can provide access to desired job leads or foster ties with existing contacts in hopes of 
developing career options that can enable the achievement of personally valued goals. In 
particular, there is evidence to suggest that career planning in the form of networking 
strategies leads to the development of social capital (Gould & Penley, 1984; Noe, 1996; 
Wolff & Moser, 2006, 2009). 
 Psychological capital (PsyCap) represents the final type of career capital included 
in the model. PsyCap represents cognitive resources that relate to an individual’s ability 
to set and pursue valued goals (Gooty et al., 2009), and correspond to an individual’s 
positive psychological state of development pertaining to hope, optimism, self-efficacy, 
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and resilience (Luthans et al., 2007). All four components of PsyCap are likely to develop 
from proactive career behaviors. 
 Hope is based on “an interactively derived sense of a) agency (goal directed 
behavior) and b) pathways (planning to meet goals)” (Snyder et al., 1991: 287). By 
definition, proactive career behaviors are the direct manifestation of personal agency and 
each particular behavior represents a pathway to one’s goals. Through exploration, 
individuals clarify career values and likely develop a greater sense of what jobs and 
career fields may fit with these values (Stumpf et al., 1983). This may encourage 
individuals to feel empowered in their careers and develop a greater sense of hope for the 
future and their continued success. In addition, as explicitly stated in Snyder’s (1991) 
definition above, individuals are likely to derive hope from career planning as well. 
Consistent with Locke and Latham’s (1990) aforementioned goal-setting theory, 
individually developed career plans can lead to greater motivation and therefore higher 
levels of hope. 
 Optimism is associated with a positive, yet realistic, outlook and attribution of 
events (Luthans, 2002a). It entails the realization of what one both can and cannot 
accomplish (Luthans et al., 2007). As was described above, this level of understanding 
and recognition of one’s abilities is an off-spring of exploration. Through exploration 
individuals gain a greater understanding of personal marketability, including an 
understanding of one’s competencies. Furthermore, a tenet of goal-setting theory is that 
individuals will be motivated to achieve goals if they are viewed as being challenging, yet 
attainable (Locke & Latham, 1990). Because effective goal-setting behavior entails 
setting attainable (i.e., realistic) goals, it therefore enables individuals to develop positive, 
72 
 
 
yet realistic, outlooks on their careers (i.e., optimism). Additionally, individuals are likely 
to derive a sense of optimism from career planning by devising specific strategies that 
can lead to success. Because career strategies facilitate career success (Abele & Weise, 
2008; Ayree & Debrah, 1993; De Vos & Soens, 2008; Greenhaus, Parasuraman, & 
Wormley, 1990; Gould, 1979; Gould & Penley, 1984, Noe, 1996; Sturges et al., 2002; 
Wolff & Moser; 2009), individuals enacting specific strategies are likely to anticipate 
success, and therefore be optimistic about their futures.    
 Self-efficacy represents an individual’s confidence in his or her ability to be 
successful at specific tasks or within a given context (Stajkovic & Luthans, 1998).  As 
individuals engage in exploration, they access job and career related information that 
provides them with an understanding of the skills necessary to succeed in various career 
paths (Steel, 2002). By learning more about various job functions and/or by gaining 
experience in many positions, individuals are likely to reduce job-related uncertainty and 
also develop greater confidence in their ability to perform a wide range of tasks and be 
successful in a variety of job settings. Exploration also enables individuals to gain a 
better understanding of their personal strengths (Stumpf et al., 1983; Zikic & Saks, 2009), 
likely enabling individuals to draw efficacy from these unique and positive attributes as 
well. These notions are consistent with findings showing a positive association between 
career exploration and various task-related efficacies (e.g., Turner & Lapan, 2005; Yang 
& Gysbers, 2007; Zikic & Saks, 2009). Moreover, it is to be expected that individuals 
with clear plans for their careers will be more confident with regard to their career 
direction as well. Once again goal setting theory suggests that individuals who establish 
focused goals (via career planning) derive a sense of confidence in their ability to achieve 
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them (Locke & Latham, 1990). This is supported by evidence that setting career-related 
goals is positively related to self-efficacy (Rogers et al., 2008).  
 The final component of PsyCap is resilience. Resilience reflects the ability to 
rebound in the face of setbacks, failures, or change (Avey et al., 2010) and enables 
individuals to overcome times of adversity and ambiguity (Gooty et al., 2009; Luthans et 
al., 2006). Part of exploration is searching both within oneself and within the 
environment for clarity in an effort to reduce the vast amount of ambiguity that represents 
the career landscape today. As such, an element of career exploration is the introduction 
to novel situations and therefore uncertainty. Just as experience is positively correlated 
with job performance and success (Ng et al., 2005), gaining experience with and 
exposure to ambiguous work situations should help people deal with these situations 
more effectively in the future. This notion is consistent with evidence indicating that 
individuals become increasingly resilient to adverse situations after each time they are 
exposed to them (Richardson, 2002). Additionally, career planning provides the 
opportunity to develop greater resilience as well. The heightened motivation that comes 
from setting clear and specific goals (Locke & Latham, 1990) relates to greater resiliency 
and determination in the achievement of those goals. Additionally, the development and 
implementation of career strategies can serve as a method to help individuals deal with 
the ambiguity and uncertainty of their careers. For instance, “career planning is not a 
once-in-a-lifetime but an ongoing activity that may be especially pertinent during career 
transitions such as job loss” (Zikic & Klehe, 2006: 393). As such, it can help provide 
direction for individuals during times of stress and is likely to foster greater resilience. 
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 H1: Proactive career management behaviors mediate the positive relationship 
 between PCO and the development of career capital. 
LMX as an Enabler of Career Capital Development 
 Hypothesis 1 proposes that PCO leads to greater career capital through the 
acquisition of valuable career-related information (exploration) and the enactment of 
specific, goal-directed strategies (planning).  Figure 1 proposes that LMX moderates this 
relationship by enabling individuals in high quality relationships to acquire richer, more 
useful information and to enact more successful career-related strategies. That is, 
proactive career management behaviors will play a greater role in the development of 
career capital when individuals have high quality relationships with their leaders 
compared to when they do not. 
 Evidence suggests that high quality LMX relationships are typically characterized 
by greater access to, communication with, and feedback from supervisors (e.g., Elicker, 
Levy, & Hall, 2006; Graen & Uhl-Bein, 1995; Maslyn & Uhl-Bien, 2001). Because 
“human communication processes and outcomes vary systematically with the degree of 
interactivity that is afforded or experienced” (Burgoon et al., 2002: 659), it is likely that 
individuals in high LMX relationships who engage in career exploration will acquire 
greater information from the exploration than those in low LMX relationships because 
they will interact with their supervisors more frequently. Moreover, because high quality 
LMX relationships entail high levels of emotional support and trust (Dienesch & Liden, 
1986), individuals are more likely to seek their leader’s advice and guidance, often 
leading to mentoring relationships (Scandura & Schriesheim, 1994), which provide 
highly useful information pertinent to career development (Allen et al., 2004; Kammeyer-
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Mueller & Judge, 2008; Kram, 1985). As such, we can expect individuals in high LMX 
relationships to develop greater career capital from career exploration than those in low 
LMX relationships because they will acquire greater and more valuable information from 
their supervisors. Therefore, the indirect effect of PCO and career capital, through career 
exploration, will also be stronger for individuals in high LMX relationships than those in 
low LMX relationships.  
 LMX can also impact the influence of career planning on career capital by 
facilitating individuals in the pursuit of career goals. As described in Ch. 2, loyalty and 
professional respect represent two components of LMX (Liden & Maslyn, 1998; Liden et 
al., 2005). Loyalty entails open support for the goals and character of the other person. 
Professional respect is represented by the mutual admiration the leader and subordinate 
have for one another based on professional goals and values. As such, the career 
development strategies of individuals in high LMX relationships are likely to bear more 
fruit because their leaders offer greater support for their goals than do those in low LMX 
relationships (Boies & Howell, 2006; Chen et al., 2004). Research supports this notion 
with evidence indicating that leaders in high LMX relationships are more likely to 
sponsor followers in social networks (Sparrowe & Liden, 2005). As such, individuals 
reap greater benefits from enacting networking strategies when supported by high LMX. 
Moreover, because individuals in high LMX relationships receive greater support from 
leaders as compared to individuals with low LMX (Boies & Howell, 2006; Chen et al., 
2004) they tend to feel more competent (Gomez & Rosen, 2001), empowered (Chen et 
al., 2007; Liden et al., 2000), and motivated (Tierney et al., 1999) in the pursuit of career 
goals. Therefore, individuals in high LMX relationships can be expected to stay 
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committed to their career plans. Finally, as mentioned, leaders in high LMX relationships 
are more willing to serve as mentors than those in low LMX relationships (Scandura & 
Schriesheim, 1994). Mentors often aid in career planning (Allen et al., 2004; Kram, 1985; 
Seibert et al., 2001), suggesting that leaders in LMX relationships may enable 
subordinates to develop strategies that are more likely to yield career capital.  
  H2: LMX moderates the strength of the mediated relationship between PCO 
 and career capital via proactive career management behaviors, such that the 
 mediated relationship is stronger when LMX is high than when LMX is low.  
Career Capital and Career Success 
 Figure 1 also indicates a direct relationship between individual career capital and 
career success. Career success is defined as the positive psychological or work-related 
outcomes and achievements that result from one’s work experiences (Judge et al., 1995). 
As mentioned in Chapter 2, much of the work concerning the relationship between career 
capital and career success stems from DeFillippi and Arthur’s (1994) knowing-how, -
whom, and –why competencies. Generally, these scholars suggest that investments in 
transferable skills and knowledge (knowing-how), career-related networks and contacts 
(knowing-whom), and the cognitive resources that foster motivation and identity 
(knowing-why) can provide individuals with the necessary resources for personal 
success.  
 It is well established that human capital, such as job skills and work experience is 
associated with career success (Eby et al., 2003; Judge et al., 2005; Ng et al., 2005; 
Wayne et al., 1999). The contest-mobility perspective (Ng et al., 2005) suggests that 
organizations desire workers who add the most value to the company. As such labor 
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markets reward individuals who invest in themselves through skill development and 
education (Becker, 1964).  The literature has also supported social capital and personal 
networks as predictors of career success (Eby et al., 2003; De Vos & Soens, 2008; 
Ensher, Thomas, & Murphy, 2001; Forret & Dougherty, 2001; Higgins & Thomas, 2001; 
Singh et al., 2009; Wolff & Moser, 2009). Theory in this regard is based on the premise 
that social capital provides individuals with access to information, job opportunities, and 
career support that can make individuals more valuable and more highly rewarded in the 
workforce (Arthur, 1994; Becker, 1964; Eby et al., 2003; Parker & Arthur, 2000; Lado et 
al., 1992). Moreover, recent meta-analyses have shown that both human capital and 
social capital predict career success (Eby et al., 2003; Judge et al., 1995; 2004; Ng et al., 
2005).  
 This study suggests that psychological capital (Luthans, 2002b) influences career 
success as well. Here I outline the influence of hope, optimism, self-efficacy, and 
resilience on career success. Hope constitutes the will and the way to success (Luthans et 
al., 2007; Snyder, 2000). It represents the motivational energy to identify and pursue 
career goals. (Gooty et al., 2009; Luthans et al., 2007). Empowered with greater hope, 
individuals have the will to more ardently pursue intended outcomes (Snyder, 2000, 
2002; Snyder, Sympson, Ybasco, Borders, Babyak, & Higgins, 1996). Congruently, 
optimism is associated with a positive, yet realistic outlook of career events (Luthans, 
2002a). Seligman (1998) defines optimists as people who make internal, global 
attributions for positive events (e.g., job and career achievements) and external, specific 
reasons for negative events (e.g., job and career setback or failures). As a result, 
optimistic individuals are likely to have high subjective views of career success because 
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they both view their career in a positive light (i.e., as a success) and consider themselves 
as the primary drivers of career achievement while shrugging off past failures. Self-
efficacy, in the career context, represents an individual’s confidence in his or her ability 
to be successful in one’s career. Consistent with research on general self-efficacy and 
other context-specific self-efficacies (e.g., Bandura, 1986; DiRenzo et al., 2010; Gooty et 
al., 2009; Judge et al., 1995; Luthans et al., 2007), greater confidence in one’s ability 
enables individuals to mobilize the motivation, cognitive resources, and courses of action 
needed to achieve success at work. Further support for self-efficacy’s influence on career 
success is given by longitudinal evidence indicating a direct relationship with career 
satisfaction, salary, and status (Abele & Spurk, 2009). Finally, resilience represents the 
ability to rebound and bounce back in the face of setbacks, failures, and change (Avey et 
al., 2010). Particularly given the turbulent nature of the modern economy and today’s 
careers, resiliency seems a vital resource for long-term career success. Although there has 
been little research on resilience to date, in discussing the positive influence of efficacy, 
Bandura (1998: 62) states, “Success usually comes through renewed effort after failed 
attempts. It is resiliency of personal efficacy that counts.” Further, although there is no 
direct evidence of a relationship between resilience and career success, the suggested 
relation is consistent with evidence linking resilience with job satisfaction, happiness, and 
performance (e.g., Larson & Luthans, 2006; Maddi, 1987; Youssef & Luthans, 2007).  
 H3: Career capital is positively related to career success. 
Career Capital and Employability 
 Similar to its effect on career success, the development of career capital should 
enable individuals to enjoy greater levels of employability as well (Figure 1). 
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Employability is the ability to identify, realize, and develop career opportunities (adapted 
from Fugate et al., 2004). It corresponds to an individual’s ability to maintain sustainable 
employment appropriate to one’s qualification level (Rothwell, Herbert, & Rothwell, 
2009) and one’s ability to maximize potential through sustainable employment (Hillage 
& Pollard, 1998). As such, highly employable individuals are less likely to experience 
periods of either unemployment or under-employment.  
 Both human capital and social capital have been central constructs in the 
employability literature. Fugate et al. (2004) suggest that together, human and social 
capital comprise an essential element of individual employability. Similarly, Van der 
Heidje & Van der Heidjen (2006) incorporate occupational expertise in their conception 
of employability as well.  Individuals make investments in human and social capital with 
the anticipation of returns or rewards in the future (cf. Dess & Shaw, 2001; Jackson & 
Shuler, 1995). Research has shown that investing in human capital can have a strong 
influence on continued career progression (Judge et al., 1995; Kirchmeyer, 1998; 
Tharenou, Latimer, & Conroy, 1994). Although distinct from employability, career 
progression is related in that individuals must necessarily identify and realize 
opportunities if they are to progress in their careers. High levels of human capital can 
provide people with greater job proficiency, knowledge, and portable skills (Anderson, 
2001; Lubit, 2001) and increase their ability to meet the performance expectations of 
various occupations (Burt, 1997; Portes, 1998).   
 Social capital is also thought to be a vital element of employability (Fugate et al., 
2004; McArdle et al., 2007). Social capital provides individuals with greater access to 
career-related information (Higgins & Kram, 2001; Seibert et al., 2001). It is thought to 
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give individuals a strategic advantage in their careers as it can often lead to job 
opportunities, promotions, business leads, and venture capital (Forret & Sullivan, 2002). 
In fact, evidence suggests that managers typically find jobs via informal networks as 
opposed to traditional job search avenues (Boxman, de Graaf, & Flap, 1991). 
Additionally, expanding social capital can create career communities that foster personal 
development and provide career support (Parker & Arthur, 2000). Support networks such 
as these can help minimize the negative consequences of stressful events, such as 
unemployment (Lazarus & Folkman, 1984; McArdle et al., 2007; McKee-Ryan, Song, 
Wanberg, & Kinicki, 2005). As such, it is commonly suggested that social networks 
increase an individual’s capacity to identify and realize career opportunities across 
organizations and industries, throughout one’s entire career (Dess & Shaw, 2001, Fugate 
et al., 2004; Higgins & Kram, 2001). 
  Moreover, there is evidence of an association between human and social capital 
and employability. De Vos and Soens (2008) found a strong positive relationship 
between social capital and perceived employability. McArdle et al. (2007) incorporated 
human and social capital in a multidimensional conceptualization of employability and 
found a positive relationship with re-employment. Similarly, Zicik and Klehe (2006) 
found that social support was integral to re-employment as well. Eby et al. (2003) tied 
human and social capital to both internal and external marketability. Internal and external 
marketability represent two aspects of employability in the sense that they capture one’s 
internal and external value, and therefore represent one’s ability to realize career 
opportunities and sustain appropriate levels of employment both within and outside one’s 
current organization. Moreover, the hypothesized relationships between human and social 
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capital and employability are consistent with meta-analyses indicating the positive 
influence of both social and human capital on career development (Ng et al., 2005). 
 As illustrated in Figure 1, there is also reason to believe that psychological capital 
will relate to employability as well. Because organizations today place value on 
individuals who can transition between job roles and duties (Fugate, 2006; Fugate & 
Kinicki, 2006; Van Der Heijde & Van Der Heijden, 2006), employability likely entails 
one to successfully enact both intra- and inter-firm job transitions. Optimistic workers are 
likely to perceive transitions as challenges and opportunities to learn (Carver & Scheier, 
1994), which can both help them achieve at work and possibly drive them to develop job 
alternatives in the pursuit of personal career goals (Fugate & Kinicki, 2006). 
Furthermore, as mentioned, hope involves the motivation, the internal will, to pursue 
personally valued goals (Gooty et al., 2009; Luthans, 2007). Backed by this motivation, 
individuals are likely to put forth great effort toward the development of new job 
opportunities that may help them reach these goals. Active development of job 
opportunities has been shown to predict employment status and job search success (Saks 
& Cote, 2006), and therefore relates to one’s ability for continuous employment. 
Evidence has also indicated a relationship between career self-efficacy and both job 
search and re-employment (McArdle et al., 2007). An understanding of the skills 
necessary for one’s career, as well as the belief in one’s ability develop these skills gives 
people the confidence to seek more extensive or better employment opportunities 
(Rothwell et al., 2008). Finally, Fugate and Kinicki (2006) have highlighted the 
importance of resiliency if one is to remain highly employable. Identifying and realizing 
career opportunities entails dealing with ambiguity, uncertainty, and change because 
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individuals will encounter varying work roles and demands (Fugate et al., 2004). An 
individual’s strength to bounce back quickly in the face of setbacks or job-loss will be 
essential to maintaining and/or finding new, equally fulfilling work, efficiently and 
effectively. 
 H4a: Career capital is positively related to employability 
Personal Adaptability as an Enabler of Employability 
 As previously mentioned, the literature has often suggested that adaptability can 
increase the likelihood of realizing job and career opportunities (Fugate, 2004; Fugate & 
Kinicki, 2006; McArdle et al., 2007; Van der Heidje & Van der Heidjen, 2006). The 
proposed model echoes these suggestions with the inclusion of adaptability as moderator 
that can enhance the benefits associated with the development of career capital. 
Adaptability is the ability to read a situation and respond effectively in a changing 
environment (Morrison & Hall, 2002). Therefore, adaptability is not just a passive, 
reactive capability, but entails a level of agency in that one must proactively read the 
environment and anticipate necessary changes.  
 The importance of adaptability has grown as the career context has become 
increasingly dynamic with employees frequently engaging in transactional psychological 
contracts with organizations (Rousseau, 1995). Because work demands and duties do not 
remain static, it has become imperative that individuals not only develop greater levels of 
career capital, but also have the flexibility to leverage it in a variety of ways. Adaptability 
enables individuals to achieve higher levels of performance (Crant, 2000) and cope with 
uncertainty and ambiguity to easily and effectively work across organizational boundaries 
(O’Connell et al., 2008; Savickas, 1997). This has led researchers to conclude that 
83 
 
 
adaptability is a meta-competency (Hall & Chandler, 2005) that I believe strengthens the 
relationship between the development of career competencies and career-related 
outcomes.  
 For instance, if individuals are to remain employable in a continuously evolving 
economy, they must anticipate the skills and knowledge that will be most valuable and 
transferrable across positions in the future. With greater personal adaptability, individuals 
can both foresee the human capital factors that will be in most demand in the future and 
transfer these skills across different work environments (DeFillippi & Arthur, 1996; Eby 
et al., 2003), thereby enabling workers to remain valuable and attractive to a variety of 
employers in continuously changing work domains (Chan, 2000). Furthermore, adaptable 
people are more willing and open to change in order to meet the demands of varying job 
situations (Ashford & Taylor, 1990; Chan, 2000; Fugate et al., 2004), allowing them to 
apply skills and knowledge across numerous settings, augmenting the usefulness of their 
human capital, and ultimately making them suitable for a greater number of jobs and 
more attractive to employers across a variety of industries (Fugate & Kinicki, 2006).  
 Adaptability has an equally strong impact on social capital’s contribution to 
employability as well. Because adaptability is so highly valued in the workforce (Crant, 
2000; Pulakos et al., 2000), network ties will be inclined to reach out to adaptable 
individuals when job opportunities arise. Additionally, research suggests that adaptability 
is positively associated with greater satisfaction and negatively with irritation and quit 
intentions (Wanberg & Banas, 2000; Wessel, Ryan, & Oswald, 2008). Therefore, not 
only are network ties likely to have greater confidence in an adaptable individual’s ability 
to perform new job duties effectively, but also that the individual will be satisfied with 
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the new organization as well. Confidence in the individual’s ability to perform, coupled 
with a belief that the individual will be satisfied in the new position, should cause 
network contacts to actively pursue highly adaptable individuals to fill positions and add 
value within their organizations. 
 Finally, adaptability may strengthen the relationship between psychological 
capital and employability as well. As has been previously discussed, psychological 
capital represents the cognitive resources that individuals draw from to facilitate career 
development. Specifically, these are motivational resources accrued through individual 
levels of hope, optimism, self-efficacy, and resilience, which together represent one’s 
positive appraisal of circumstances and probability for success based on motivated effort 
and perseverance (Luthans et al., 2007). The impact of these positive psychological states 
on employability is likely heightened by an individual’s ability to adapt and remain 
flexible in the workforce. While an individual is likely to be more motivated and 
predisposed to identify, realize, and develop career opportunities as a result of high levels 
of psychological capital, individual adaptability converts this motivation into action and 
realization by enabling individuals to transition across job boundaries more easily 
(Fugate et al., 2004; Fugate & Kinicki, 2006; O’Connell et al., 2008; Savickas, 1999). 
Adaptability can help individuals adjust to changing work situations resulting from 
organizational restructuring, reductions or changes in resources, or movement to new 
organizations or groups (e.g., Ashford & Black, 1996; Dix & Savickas, 1995; Edwards & 
Morrison, 1994; Hall & Mirvis, 1995; Pulakos et al., 2000). As such, adaptability may 
enhance the impact of one’s psychological capital on employability by turning positive 
appraisal of one’s chances for success into reality.  
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 H4b: Adaptability moderates the positive relationship between career capital and 
 employability such that the relationship is stronger for individuals high in 
 adaptability than those low in adaptability. 
Career Capital and Work-Life Balance 
 Figure 1 also suggests that career capital will have a direct and positive influence 
on work-life balance (Hypothesis 5a). Work-life balance consists of harmony among life 
roles and is represented by the extent to which effectiveness and satisfaction in multiple 
life roles are compatible with the individual’s values at a given point in time (Greenhaus 
& Allen, in press). This means that balance is not the result of specific values per se, but 
rather stems from an individual’s ability to manage all aspects of one’s life and 
proactively create harmony among competing life roles. Human, social, and 
psychological capital provide the resources necessary for individuals to juggle these 
competing demands and create work-life balance. 
 Individuals with high levels of human capital are highly valuable and in great 
demand in the workforce (Becker, 1964; Ng et al., 2005). Because these individuals are 
highly valued, they are likely to attain higher-level positions (Ng. et al, 2005), which 
often provide a variety of work-life benefits such as flex-time, telecommuting, work-
share, and child care (Lambert, 2007). Work-life initiatives such as these have been 
shown to reduce incidences of work-family conflict (Frye & Breaugh, 2004; Mesmer-
Magnus & Viswesvaran, 2006), which some scholars suggest promotes greater work-life 
balance (Frone, 2003). Additionally, developing human capital should foster harmony 
among life roles as well. For example, Frone (2003) suggests that developing skills in the 
work domain can foster work-family facilitation enabling greater work-life balance. 
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Moreover, greater job experience may enable individuals to complete their work more 
efficiently and have more time to devote to other life roles. Also, because work 
experience is necessarily accompanied by greater experience with juggling the demands 
of competing life roles, it entails a degree of familiarity with balancing work and life, 
which may enable more success in those regards as well. Consistent with this thinking, 
Grandey and Cropanzano (1999) found that individuals with less organizational tenure 
experienced greater work-to-family conflict than those having more experience with the 
organization.  
 It is expected that social capital fosters work-life balance as well. It has been 
discussed that social capital can take the form of career communities that can serve as a 
network of support and career guidance (Parker & Arthur, 2000). Support and 
information derived from these networks extends beyond merely the work context (Kram, 
1985; Ragins & Cotton, 1999; Scandura, 1992). Because scholars suggest that factors 
from family and other non-work domains have grown increasingly salient in people’s 
career decisions (Arthur & Rousseau, 1995; Lee, Mitchell, Sablynski, Burton, & Holtom, 
2004; Mitchell, Holtom, Lee, Sablynski, & Erez, 2001; Mitchell & Lee, 2001), and that 
achieving balance between one’s career and personal life is an important component of 
career success (Friedman & Greenhaus, 2000), it is likely that individuals will tap their 
social network for information and advice in these regards. Although not tested as of yet, 
it is probable that mentors, professional organizations, and other social contacts can offer 
insights on how such a balance can best be achieved (Greenhaus & Singh, 2007). 
Moreover, accepting social capital as “the aggregate of resources embedded within, 
available through, and derived from the network of relationships possessed by an 
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individual” (Inkpen & Tsang, 2005: 151), we must consider the personal nature of these 
relationships as well. As such, social capital also includes family and friends who can be 
called upon to help achieve personal and family oriented goals. In much the same vein 
that co-workers can provide support for the fulfillment of work-related goals, family and 
friends can assist with child care or non-work related duties and reduce the likelihood of 
experiencing work-family conflict (Byron, 2005; Carlson & Perrewe, 1999; Grzywacz & 
Marks, 2000). As such, the influence of one’s social capital may be felt across multiple 
life domains. 
 Psychological capital may facilitate work-life balance as well. This notion is 
consistent with work indicating a relationship between PsyCap and individual well-being 
(Avey et al., 2010). Looking at each component individually, it would seem that 
optimism, hope, self-efficacy, and resilience should all positively relate to work-life 
balance to some degree as well.  
 Optimism enables individuals to make sensible evaluations of what can be 
accomplished and help individuals to adapt to changing work demands (Luthans et al., 
2007). This ability should help individuals to set realistic expectations as to how involved 
and effective they can be in each life role, and of the demands of each role. The literature 
has shown the positive impact of realistic expectations of job demands for employees 
(e.g., Hom, Griffeth, Palich, & Bracker, 1998; 1999; Phillips, 1998; Wanous, 1973). 
Extending these findings suggests that realistic expectations across all domains may have 
positive influences across life roles and increase one’s perception of a harmonious life. 
Further, hope provides the motivational energy to achieve success in each of these roles. 
No matter which roles an individual deems most important, hope provides the necessary 
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motivation, the will and the way (Snyder, 2000), to achieving success in any role and 
striking a balance. One’s confidence or conviction to effectively juggle and contribute to 
all life roles plays an important role in attaining work-life balance as well. Self-efficacy 
extends beyond the work tasks and involves one’s confidence in the ability to succeed in 
various roles. As such, it will not only contribute to overall effectiveness and satisfaction 
in the work domain, but to all domains, and help an individual create harmony between 
work and life. Lastly, resilience may be vital to work-life balance. This notion is 
consistent with research indicating the influence of personal attributes in effectively 
dealing with stress (e.g., Elangovan & Xie, 1999; Ganster & Schaubroeck, 1991; 
Grandey & Cropanzano, 1999; Schaubroeck, Ganster, & Fox, 1992; Spector, Zapf, Chen, 
& Frese, 2000). Obstacles and set-backs will exist in every role of life. The ability to 
rebound effectively and overcome these hurdles will enable individuals to be more 
successful in each individual role, thereby contributing to overall balance. In addition 
though, because individuals’ life roles are intertwined and conflict from either domain 
can spillover into the other (Greenhaus & Allen, in press), the resiliency to deal with 
times of change and uncertainty can minimize the amount of strain and conflict 
individuals feel across life roles. Effectively dealing with ambiguity at work is likely to 
reduce negative spillover into non-work domains, and therefore enable individuals to be 
more effective in these domains and vice versa.  
 H5a: Career capital is positively related to work-life balance. 
Whole-Life Perspective as an Enabler of Work-Life Balance 
 As mentioned in Chapter 2, individuals who take a whole-life perspective toward 
their careers seek effectiveness and satisfaction across multiple life roles and make career 
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decisions with an eye on their impact on all parts of their life. Figure 1 illustrates the 
proposition that a whole-life perspective strengthens the relationship between the 
development of career capital and achieving work-life balance.  
 In the preceding section, I described how human, social, and psychological capital 
can help individuals achieve success in multiple life roles. Because individuals with a 
whole-life perspective place greater value on effectiveness and satisfaction in multiple 
roles than those who do not, it is likely that they also view career capital as more 
instrumental in each role, and therefore more likely to leverage it in all roles and achieve 
balance. 
 Expectancy theory (Vroom, 1964) suggests that individual choices depend on 
three specific beliefs: expectancy, instrumentality, and valence. Expectancy is the belief 
that effort will translate into successful performance. Instrumentality represents the belief 
that successful performance will result in particular outcomes. Finally, valence reflects 
the value an individual places on these outcomes. As such, the degree to which an 
individual holds a whole-life perspective corresponds to the valence one places on 
achieving effectiveness and satisfaction in multiple life roles. Therefore, those with 
strong whole-life perspectives will be more motivated in their efforts to be effective and 
successful across life roles, and therefore more likely to achieve work-life balance. This 
motivation is likely to drive them to utilize career capital resources across domains of 
value and to take greater advantage of the work-life policies provided to them by 
employers than might those with weaker whole-life perspectives. Additionally, these 
individuals are more likely than those with weak whole-life perspectives to seek guidance 
from their networks regarding how various career decisions may impact other aspects of 
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their life. Therefore, individuals taking a more holistic view of their careers are more apt 
to leverage the benefits of career capital in such a way as to achieve greater work-life 
balance. 
 Moreover, it is also likely that individuals with strong whole-life perspectives will 
believe that career capital has greater instrumentality as well. Individuals who are less 
concerned about effectiveness and satisfaction across life roles likely consider the 
relevance of career capital to only the work domain. Conversely, individuals with 
stronger whole-life perspectives may consider the significance of career capital across 
domains and utilize resources gained in one domain to facilitate functioning in others 
(Frone, 2003) in order to meet expectations across roles and achieve work-life balance 
(Carlson et al., 2009).  
 H5b: Whole-life perspective moderates the positive relationship between career 
 capital and work-life balance such that the relationship is stronger for individuals 
 who have a high whole-life perspective than those who have a low whole-life 
 perspective. 
Direct Relationships with Individual Well-Being 
 As previously stated, this study addresses elements of both subjective well-being 
(SWB), which pertains to global assessments of life satisfaction, and psychological well-
being (PWB), represented by feelings of personal growth and life purpose (Keyes et al., 
2002; Ryan & Deci, 2001). The term individual well-being is used in this study to 
encompass both SWB and PWB. 
 Waterman (1993) stated that well-being occurs when people’s lives and values are 
holistically or fully engaged. As reflected in Figure 1, this may suggest that work-life 
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balance has a direct and positive relationship with individual well-being. Because work-
life balance is achieved by being effective and satisfied in domains of personal value 
(Greenhaus & Allen, in press), it would seem that these individuals’ lives and values are 
likely to be holistically and fully engaged.  
 More direct support for the link between work-life balance and individual well-
being stems from spillover models of well-being (Sumer & Knight, 2001; Tait, Padgett, 
& Baldwin, 1989). Spillover models suggest that experiences in one domain (e.g., work 
domain) spill over into other areas of people’s lives, indicating a positive association 
between domain level satisfaction and overall life satisfaction. Consistent with these 
models, the positive relationship between job satisfaction and life satisfaction has been 
well documented in the literature (e.g., Colakoglu, 2006; Diener et al., 1999; Judge & 
Watanabe, 1993; Judge et al. 2001; Kabanoff; 1980; Muchinski, 1993; Sumer & Knight, 
2001; Tait et al., 1989). Therefore, because individuals with high work-life balance 
necessarily have high levels of satisfaction in each domain of value, it follows that the 
satisfaction derived in each of these domains will translate and contribute to global 
assessments of life satisfaction and individual well-being. 
 Additionally, as mentioned in Chapter 2, scholars have historically conceptualized 
balance as the absence of conflict (Carlson, Grzywacz, & Zivnuska, 2009; Frone, 2003; 
Greenhaus & Allen, in press). From this perspective, there is an abundance of literature 
indicating the negative relationship between work-family conflict and indicators of 
individual well-being (e.g., Byron, 2005; Eby et al., 2005; Kossek & Ozeki, 1998; 
Lapierre, Spector, Allen, & Poelmans, 2008; Parasuraman, Purohit, Goldshalk, & Beutell, 
1996; Rice, Frone, & McFarlin, 1992). 
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 It is also reasonable to suspect that high levels of effectiveness in valued life 
domains will be accompanied by feelings of personal growth, i.e., psychological well-
being. To be effective in work, family, community, and other valued life roles individuals 
must continue to develop skills, knowledge, and understanding germane to each role, and 
therefore grow in each domain. Becoming increasingly effective in each domain may 
signify growth in each domain as well. Moreover, work-life balance may contribute to 
notions of fulfilling one’s life purpose. Keyes et al. (2002) suggest that individuals derive 
a sense of purpose by finding meaning in one’s efforts and life challenges. Because 
balance entails effectiveness and satisfaction in accord with one’s values, and values are 
inherently personally meaningful, balance should help individuals derive a sense of 
purpose from their efforts across domains.   
  H6: Work-life balance is positively related to individual well-being. 
 Career success likely contributes to individual well-being as well (Figure 1). 
Subjective career success is typically associated with individual assessments of career 
satisfaction (Judge et al., 1999; Seibert, 2006). Because the career/work domain is a 
significant aspect of the lives of most working individuals, the spillover model also 
applies to the relationship between career satisfaction and life satisfaction (Colakoglu, 
2006). Specifically, positive experiences throughout one’s career can spill over into other 
life domains and, in turn, positively influence overall life satisfaction. Therefore, career 
satisfaction is likely to play a major role in global assessments of one’s life. This 
suggestion expands on the existing evidence supporting the role of job satisfaction on life 
satisfaction and individual well-being (e.g., Colakoglu, 2006; Diener et al., 1999; Judge 
& Watanabe, 1993; Judge et al. 2001; Kabanoff; 1980; Muchinski, 1993; Sumer & 
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Knight, 2001; Tait et al., 1989). Additionally, individuals appraise career success with 
reference to self-defined goals and aspirations (Betz & Fitzgerald, 1987; Gattiker & 
Larwood, 1986). As such, research indicating that well-being is positively influenced by 
progression toward one’s goals (Carver & Scheier, 1998; Brunstein, Schultheiss, & 
Grassman, 1998; Hsee & Abelson, 1991) may suggest correlation between perceptions of 
career satisfaction and well-being as well. Further, although an objective indicator of 
success, evidence of a positive association between income and well-being (Diener et al., 
1999; Diener, Sandvik, Seidlitz, and Diener, 1993; Haring, Stock, & Okun, 1984) is also 
consistent with the proposed hypothesis. 
 It is also likely that successful individuals are rewarded with new challenges and 
job opportunities that can enable continued personal growth. Successful individuals are 
able to leverage that success for more appealing job opportunities (Bretz, Boudreau, & 
Judge, 1994). Additionally, subjective career success entails the achievement of personal 
career values (Hall, 2002). As such, attaining these values are likely to be accompanied 
by feelings of personal growth and development. Finally, researchers also suggest that 
individuals find meaning through psychological engagement with their work (e.g., 
Dobrow, 2004; Hall, Briscoe, 2004; Kahn, 1990; Wrzesniewski, 2003; Wrzesniewski et 
al., 1997) and often assess their careers based on a search for personal and professional 
purpose (Hansen, 1997). Hall and Chandler (2005: 160) suggest that the deepest forms of 
success are provided by “work that a person perceives as his purpose in life.” As such, it 
is likely that fulfilling personally valued career goals (i.e., subjective career success) may 
enable individuals to find meaning in their lives.  
 H7: Career success is positively related to individual well-being. 
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 Figure 1 also reflects the positive impact of employability on individual well-
being. The strongest evidence in support of this notion is that unemployment is 
negatively related to SWB (Banks & Jackson, 1992; Diener et al., 1999) and that greater 
employability is likely to reduce periods of unemployment (McArdle et al., 2007) and 
therefore stimulate greater well being (Diener et al., 1999). Moreover, because 
employable people are likely to have favorable experiences in the job domain (Fugate et 
al., 2004; Fugate & Kinicki, 2006; McArdle et al., 2007; Rothwell et al., 2008; Van der 
Heidje & Van de Heidjen, 2006), we can again draw from spillover models suggesting 
that these favorable experiences will positively impact global assessments of life 
satisfaction.  
 We can expect high employability to lead to many facets of PWB as well. For 
instance, if individuals are to perceive themselves as having the capacity to identify, 
realize, and continuously develop job opportunities, they cannot remain stagnant in their 
careers. Rather, they must continue to challenge themselves in order to grow and 
advance. As such, the development and realization of new job opportunities will enable 
dynamic learning (Steel, 2002) and facilitate personal growth by exposing individuals to 
new challenges and demands (Fugate & Kinicki, 2006). In fact, personal growth lies at 
the heart of remaining employable in a highly competitive and turbulent economic 
landscape. Finally, employability is likely to have a direct impact on one’s ability to find 
meaning and purpose in life. If individuals are to derive a sense of purpose from their 
work, they must first be able to acquire a personally meaningful job. Because 
employability is tied to one’s ability to realize career-related opportunities, increasing 
employability provides greater control over career outcomes (Saks & Cote, 2006) and 
95 
 
 
will increase the likelihood that an individual can attain the positions that he or she most 
desires. 
 H8: Employability is positively related to individual well-being. 
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Chapter 4: Research Design and Methodology 
 Chapter 4 describes the research design and methodology used in this study. The 
chapter discusses the research design, sample characteristics, procedures for the data 
collection, the measures used in the study, and the data analysis techniques to test the 
hypotheses. 
Research Design 
 This study employs a cross-sectional, correlational research design. Cross-
sectional research entails the collection of data from any given sample of a population at 
one point in time (Creswell, 1994). Although it limits the ability to draw causal 
conclusions, cross-sectional research offers significant time and cost advantages and is 
considered appropriate for studies that involve many variables and a large group of 
respondents (Judd, Smith, & Kidder, 1991). Correlational designs assess quantifiable 
variables in their naturally occurring state to determine whether, and to what degree, 
relationships exist. In contrast to experimental approaches, correlational studies enable 
researchers to examine independent variables that are not easily manipulated to examine 
complex multivariate models. 
Data Collection 
Pilot Studies 
 New scales for both PCO and whole-life perspective were developed for this 
study. With regard to PCO, 24 items were originally created, 12 per each dimension: self-
directed and values-driven. Subject matter experts (PhD students and working 
professionals) were consulted to determine the clarity of the items and to ensure that 
respondents understood the meaning of each item as intended. This resulted in 2 items 
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being dropped from the scale and slight adjustments made to the wording of 4 other 
items. Sample items include, self-directed: “I am responsible for expanding my career-
related skills and knowledge” and “I control the direction of my career”; values-driven: 
“It is important that my career helps me fulfill my life values” and “My career is guided 
by the opportunity to achieve personally meaningful values.” No adjustments were made 
to the six-item whole-life perspective scale.  
 A second pilot study to test the reliability of the newly constructed measures was 
conducted on a convenience sample consisting of 100 individuals, 91% of whom were 
currently working full-time and 98% of whom had at least a college degree. Exploratory 
factor analysis (EFA) indicated that the six whole-life perspective items loaded well on to 
one factor (α = .83), but that the PCO items cross-loaded onto multiple factors. As such 
the PCO scale was consequently reduced to a 12-item measure that appropriately 
reflected both the self-directed and values driven dimensions with six items pertaining to 
each dimension loading on two separate factors. Confirmatory factor analysis (CFA) 
indicated that loading all 12 items onto one latent PCO variable provided good fit (χ2 (51) 
= 92.64, p < .001, χ2/df = 1.87, CFI = .90, RMSEA = .08). Although it was anticipated 
that the 12-item PCO scale would be used in final analysis, all 22 items were included in 
the survey. The 12-item PCO scale also exhibited strong reliability (PCO: α = .85; SD: α 
= .80; VD: α = .81). 
Main Study 
 Data for this study were collected via an online survey. The measurement items 
for this study are presented on Appendix A. The target sample was recruited using 
Project StudyResponse.com. Project StudyResponse.com is a service that matches 
98 
 
 
researchers with participants willing to complete surveys.  With over 90,000 members in 
the United States, Project StudyResponse.com has been utilized in a number of studies 
published in top tier academic journals (e.g., Baltes & Heydens-Gahr, 2003; Inness, 
LeBlanc, & Barling, 2008; Piccolo & Colquitt, 2006; Resick, Whitman, Weingarden, & 
Hiller, 2009; Reynolds & Ceranic, 2007).  
The specific steps for data collection were as follows: 
1. Surveys were posted on-line using the survey host site mynetresearch.com.   
2. Project StudyResponse.Com conducted a pre-screening study to identify eligible 
participants. Eligible respondents were required to be U.S. residents, currently 
working full-time, who had acquired at least a bachelor’s degree. 
3. Project StudyResponse.Com sent email invitations to individuals with a web link 
to the survey hosted on the mynetresearch.com. Respondents had a unique 
StudyResponse.Com ID that was submitted with the online survey and was 
unknown to the researcher. 
4. Individuals who completed the surveys were paid $5 upon anonymous completion 
of the survey.  
Sample 
As mentioned, the sample for this study comprised individuals working full-time 
with a minimum of an undergraduate education. The final sample consisted of 695 
respondents with complete data. The sample was 55.8% male and 81.7% Caucasian. 
More than three quarters of the sample was married or currently living with their partner 
(77.3%). The average age of the respondents was 36.19 years with 16.27 years of full-
time work experience and an average yearly income of $74,146. Power analysis was 
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conducted using a method developed by MacCallum, Browne, and Sugawara (1996), 
which specifically assesses the power of structural equation models. Analysis was 
conducted in SAS using MacCallum et al.’s code to determine power based on a sample 
size of 695 with an effect size of .15 and a significance level of .05 (Cohen, 1988). 
Results indicated a power of .99 for the study’s structural model. MacCallum et al. 
(1996) suggest applying such findings cautiously with models having very large degrees 
of freedom.   
Measurement of Variables 
 Measurement of the variables was predominantly derived from existing scales, 
with the exception of those for PCO and whole-life perspective which were newly 
developed for this study. This study also suggested that existing measures of human, 
social, and psychological capital would combine to form one global measure of career 
capital, and that existing measures of life satisfaction, life purpose, and growth would 
form one measure of individual well-being. EFAs were initially conducted on all scales to 
determine if any items should be dropped from further analysis. Instances in which EFAs 
suggested items should be dropped are reported below. Additionally, CFAs were then 
conducted on the newly created PCO and whole-life perspective scales, as well as on the 
global measures of career capital and individual well-being. All CFAs are reported 
below. The following section describes the measures in greater detail and a complete 
listing of scales is presented in Appendix A.     
Protean Career Orientation 
 PCO refers to one’s preference to 1) take a self-directed approach to career 
management in which the individual takes personal control over career development and 
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the initiative to explore career options and make career decisions; and 2) be values-driven 
in the sense that personally-meaningful values and goals provide the motivation behind 
career decisions and create the standards for experiencing career success (Briscoe & Hall, 
2006). As described above, a new PCO measure was developed for this study. Consistent 
with the pilot study, EFA indicated that the PCO items cross-loaded onto multiple 
factors. As anticipated, scale reduction indicated that the same twelve items from the 
pilot study provided the best model fits. CFA indicated that a one-factor model in which 
all twelve items were loaded onto one latent PCO construct fit the data well (χ2 (51) = 
268.95, p < .001, χ2/df = 5.30, CFI = .92, RMSEA = .08). A second, two-factor structure 
was run loading the six items corresponding to each dimension onto separate latent 
variables representing the self-direct and values-driven dimensions. The two-factor model 
also fit the data well (χ2 (50) = 230.23, p < .001, χ2/df = 4.62, CFI = .93, RMSEA = .07) 
and provided significantly better fit (∆χ2 (1) = 38.72, p < .001). Although the two-factor 
structure provided better fit, the two factors were extremely highly correlated (r = .83), 
suggesting that separating the dimensions during analysis is likely to introduce issues 
arising from multicollinearity (Hair et al., 1995). Moreover, results indicated that the two 
dimensions loaded well onto a higher-order PCO construct (χ2 (60) = 264.67, p < .001, 
χ2/df = 4.41, CFI = .93, RMSEA = .07), providing further support for one PCO construct. 
As such, the more parsimonious one-factor PCO construct was retained to stay consistent 
with the study hypotheses and prevailing conceptualizations of the construct in the 
literature. The 12-item scale has strong reliability (PCO: α = .87, SD: α = .78, VD: α = 
.82) and is shown in Appendix A.  
Proactive Career Management Behaviors 
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 Proactive career management behaviors refer to the anticipatory actions initiated 
by the individual to purposefully and positively impact career growth and success. In this 
study, the two behaviors assessed were career exploration and career planning. 
Career Exploration 
 Career exploration is defined as purposive behavior that provides access to 
information about vocations, jobs, organizations, or oneself (Stumpf et al., 1983) and was 
assessed using items adapted from Stumpf et al.’s (1983) Career Exploration Survey 
(CES), which has been used many times in previous research (Noe, 1996; Stumpf et al., 
1983; Zikic & Klehe, 2006; Zikic & Saks, 2009). Two dimensions of the CES were 
assessed, self-exploration and environmental exploration respectively. Responses for both 
dimensions were on a 5-point Likert-type scale ranging from 1 (a little) to 5 (a great 
deal). The 11-item scale, five corresponding to self-exploration and six to environmental 
exploration, had strong internal consistency (α = .91). Sample items include “To what 
extent have you reflected on how your past integrates with your career future” (self) and 
“To what extent have you sought information on specific areas of career interest” 
(environment). The entire scale is provided in Appendix A.  
Career Planning 
 Career planning refers to deliberate efforts to outline future career development 
through setting and pursuing career goals (Gould, 1979; Greenhaus, 1971; Zikic & Klehe, 
2006). Career planning was measured using six items developed by Gould (1979). A 
review of the literature indicated that this is the most widely used instrument to measure 
career planning and typically exhibits reliability above .80 (e.g., Abele & Weise, 2008; 
Aryee & Debrah, 1993; Saks & Ashforth, 2002; Wayne et al., 1999). Participants 
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responded using a 6-point Likert-type scale ranging from 1 (strongly disagree) to 6 
(strongly agree). EFA indicated that the three reverse scored items loaded onto a separate, 
unintelligible factor. As such, these items were dropped from further analysis and the 
remaining three items formed a scale with satisfactory reliability (α = .89). A sample item 
reads “I have a strategy for achieving my career goals.” The entire six item scale is 
presented in Appendix A. 
Career Capital 
 Career capital entails the individual resources and relationships that can positively 
influence career-related outcomes (Inkson & Arthur, 2001). This study assessed three 
particular forms of career capital: human, social, and psychological capital. EFAs were 
conducted separately for each of the three forms of career capital and descriptions of each 
measure are given below. CFA was then conducted on the aggregate career capital 
construct. 
Human Capital 
 Human capital represents the individual’s personal and professional experiences 
that can enhance one’s career (Becker, 1964). Previous research has assessed human 
capital in numerous ways including work experience, job tenure, hours worked, 
education, political knowledge, and skills (Ng et al., 2005). As mentioned in Chapter 2, 
career scholars often base measures of human capital on DeFillipi and Arthur’s (1994) 
knowing-how competency which refers to the accumulation of career-related skills and 
knowledge that individuals can transfer and apply across employment settings (Eby et al, 
2003; McArdle et al., 2007; Singh et al., 2009). Eby et al. (2003) developed a scale of 
‘knowing-how’ predictors and reported an alpha coefficient of .86. A sample item is “I 
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have a diversified set of job-related skills.” Later, Colakoglu (2006) added a sixth item to 
this scale “My job-related knowledge and skills are easily transferable/applied to other 
employment settings” in order to adequately reflect the transferability aspect of the 
knowing-how competency. One item from the original scale was dropped because it 
assesses a behavior instead of a resource. As such, this study utilized five items to which 
participants responded to on a 5-point Likert-type scale (1 = strongly disagree to 5 = 
strongly agree). The alpha reliability coefficient for this scale = .77. All five items are 
listed in Appendix A. 
Social Capital 
 Social capital is “the aggregate of resources embedded within, available through, 
and derived from the network of relationships possessed by an individual” (Inkpen & 
Tsang, 2005: 151). This study adapted the social capital measure developed by Eby et al. 
(2003) that reflects an individual’s knowing-whom competency. The scale assesses the 
breadth of an individual’s social network both with and outside the organization (internal 
and external networks). Respondents indicated their level of agreement (1 = strongly 
disagree to 5 = strongly agree) with items such as “I am well connected within the 
organization” and “I have extensive contacts within the industry I work.” Eby et al. 
(2003) reported reliability estimates of .93 for internal network and .80 for external 
network respectively. Later, Colakoglu (2006) combined both dimensions into one scale 
and added four items to capture the importance of more personal network ties in 
contemporary careers (α = .89). A sample item is “I have close ties with my extended 
family and friends.” EFA revealed two factors with a single item loading by itself on a 
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second factor, which was therefore dropped from further analysis. The alpha reliability 
for the 10-item social capital scale in this study was .89.     
Psychological Capital 
 Psychological capital represents cognitive resources that relate to an individual’s 
ability to set and pursue valued goals (Gooty et al., 2009), and corresponds to an 
individual’s positive psychological state of development pertaining to hope, optimism, 
self-efficacy, and resilience (Luthans et al., 2007). Psychological capital was assessed 
using the Psychological Capacity Questionnaire (PCQ-24; Luthans et al., 2007). This 
measure assesses the four distinct dimensions of PsyCap: hope, optimism, self-efficacy, 
and resilience with six items corresponding to each dimension. The hope items were 
adapted by Luthans et al. (2007) from Synder et al. (1996). A sample item is “There are 
lots of ways around any problem.” Self-efficacy items were adapted from Parker (1998) 
with a sample item reading “I feel confident helping to set targets/goals in my work 
area.” The items for resilience were adapted from Wagnild and Young (1993). A sample 
item is “I usually manage difficulties one way or another at work.” Finally, optimism 
items were adapted from Scheier and Carver (1985), with a sample item being “I always 
look on the bright side of things regarding my job.” Luthans et al. (2007) confirmed the 
validity of the PCQ-24 and found the composite factor of PsyCap to be a better predictor 
of work-related outcomes than the four facets individually.   
 Additionally, it is important to note that PsyCap represents state-like qualities and 
has been shown to be both theoretically and empirically distinct from core self-
evaluations (Luthans et al., 2007). Although a relatively new construct and measure, 
Luthans et al.’s PsyCap scales have been incorporated in studies of well-being, 
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leadership, and desired work outcomes  (e.g., Avey et al., 2010; Gooty et al., (2009; 
Luthans et al., 2007; Luthans, Norman, et al., 2008; Youssef & Luthans, 2007). Alpha 
coefficients reported in these studies ranged from .66 to .91 for the individual dimensions 
and from .88 to .95 for the composite. In this study, the PCQ-24 was measured on a 6-
point Likert-type response scale (1 = strongly disagree to 6 = strongly agree). EFA 
indicated that four separate factors emerged. One factor represented efficacy, another 
represented resilience, and a third factor cross-loaded with most of the hope and 
optimism items hanging together. The fourth dimension consisted of just three reverse 
scored items and did not make any theoretical sense. As such, these three items were 
dropped from further analysis. The remaining 21 item PsyCap measure exhibited similar 
reliability to those obtained in previous research (α = .93). The entire PCQ-24 is provided 
in Appendix A.  
 Because this study suggested that human, social, and psychological capital 
compose a broad career capital construct, CFA was conducted to assess if the three career 
capital indicators would come together as one latent construct. Although a one-factor 
model fit the data fairly well (χ2 (574) = 2535.62, p < .001, χ2/df = 4.41, CFI = .85, 
RMSEA = .07), a three-factor solution provided a significantly better fit (χ2 (571) = 
1963.10, p < .001, χ2/df = 3.43, CFI = .90, RMSEA = .06; (∆χ 2 (3) = 572.52, p < .001)). 
Consistent with steps taken in the measurement of PCO above, correlations between the 
three elements of career capital were examined and CFA was conducted on a higher-
order career capital construct. Because none of the intercorrelations were above .70 (see 
Table 2) and the three factors did not load well onto a higher-order career capital 
construct (χ2 (591) = 3692.48, p < .001, χ2/df = 6.25, CFI = .76, RMSEA = .09), the three 
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factor structure was retained moving forward. Therefore human, social, and 
psychological capital represent distinct constructs in the model. 
Leader-Member Exchange 
 LMX refers to the quality of the leader-member relationship in regard to four 
dimensions: affect, loyalty, professional respect, and contribution. Although a number of 
scales have been used to measure LMX over the years, recent studies typically employ 
either the LMX 7 (Graen & Uhl-Bien 1995) or the LMX-MDM (Liden & Maslyn, 1998). 
Both scales have been widely used in leadership studies and are reliable measures of 
LMX (α > .80; e.g., Atwater & Carmeli, 2009; Boies & Howell, 2006; Chen et al., 2007; 
Van Dyne, Kamdar, & Joireman, 2008; Harris et al., 2009; Schriesheim et al., 1999; 
Sparrowe et al., 2006). This study utilized Liden and Maslyn’s (1998) 12-item scale 
because it captures the four underlying dimensions of the LMX relationship mentioned 
above. Respondents indicated their agreement with each statement on a 7-point Likert-
type scale ranging from 1 (strongly disagree) to 7 (strongly agree). Sample items include 
“My supervisor is the kind of person one would like to have as a friend” and “I respect 
my supervisor’s knowledge of and competence on the job.” All items loaded together and 
had a reliability coefficient of (α = .93). 
Career Success 
 Career success is the positive psychological or work-related outcomes and 
achievements that result from one’s work experiences (Judge et al., 1995). As mentioned 
in Chapter 2, subjective career success was addressed in this study. Individuals appraise 
subjective career success by referencing self-defined standards, values, goals, and 
aspirations (Betz & Fitzgerald, 1987; Gattiker & Larwood, 1986) to determine individual 
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feelings of accomplishment and satisfaction with one’s career (Eby et al., 2003; Judge et 
al., 1995; Seibert et al., 1999). As such, career satisfaction serves as the focal indicator of 
subjective career success because it represents an overall appraisal of how a person feels 
about a lifetime of work (Lounsbury, 2006). To fully account for the interdependence 
between objective and subjective success, a comprehensive approach to measuring career 
satisfaction assesses individual beliefs concerning both the intrinsic and extrinsic aspects 
of one’s career, including one’s satisfaction with pay, promotions, and opportunities to 
develop (Greenhaus et al., 1990; Judge et al., 1995; Turban & Dougherty, 1994). 
Therefore, career satisfaction can serve as a benchmark from which to help monitor 
career progress and career trajectory, while also representing a “subjective report card” 
that assesses the sum of all career and work experiences (Lounsbury, 2006: 143). 
 This study employed the five-item career satisfaction scale developed by 
Greenhaus et al. (1990). This is the most commonly applied measure of career 
satisfaction in the literature and with alpha coefficients consistently reported to be above 
.80 (e.g., Abele & Spurk, 2009; Abele & Weise, 2008; Eby et al., 2003; Ng et al., 2005; 
Greenhaus et al., 1990; Judge et al., 1995; Seibert et al., 2001; Valcour & Ladge, 2008). 
Respondents indicated their level of agreement on a 5-point scale (1 = strongly disagree 
to 5 = strongly agree). The full scale is listed in Appendix A and had strong internal 
consistency (α = .85). Sample items include “I am satisfied with the success I have 
achieved in my career” and “I am satisfied with the progress I have made toward meeting 
my overall career goals.” 
Employability 
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 Employability is defined in this study as an individual’s ability to identify, 
develop, and realize career opportunities. There are few assessments of employability in 
the literature. As mentioned in Chapter 2, some researchers have utilized multi-
dimensional approaches to employability with varying degrees of success (Fugate & 
Kinicki, 2008; McArdle et al., 2007; Heijden et al., 2009). But these measures assess skill 
levels and resources as opposed to one’s perceived capacity to identify and realize career 
opportunities. Building from Eby et al. (2003), De Vos & Soens (2008) developed a scale 
of perceived employability. A sample item includes “I believe I could easily obtain a 
comparable job with another employer.” Although the measure showed satisfactory 
reliability (α = .91) it is limited in that it only assesses employability as it relates to 
external marketability. Because employability entails one’s ability to develop and realize 
career opportunities both within and outside the organization, this study adapted De Vos 
and Soens’ (2008) measure and also drew from Eby et al.’s internal marketability scale so 
as to represent a more comprehensive assessment of employability. Respondents 
indicated their level of agreement on a 5-point scale (1 = strongly disagree to 5 = strongly 
agree). A sample item from this scale is “There are many opportunities available for me 
in my company.” These items are also listed in Appendix A. (α = .79). 
Adaptability 
 Adaptability is the ability to read a situation and respond effectively in a changing 
environment (Morrison & Hall, 2002). As such, Morrison and Hall’s adaptive 
competence scale was used in this study. Items were answered on 5-point scale (1 = 
strongly disagree to 5 = strongly agree) and a sample item reads “I find it hard to do new 
tasks in my job.” One item was dropped because it did not load adequately onto the 
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single factor. The internal consistency reliability for this scale was satisfactory (α = .83).  
The full six-item scale is available in Appendix A. 
Work-Life Balance 
 Work-life balance is characterized by harmony among life roles. This study 
adapted measures of work-family balance developed by Greenhaus, Allen, and Foley 
(2004). A sample item includes “Overall, I believe that my work and family lives are out 
of balance” (reverse scored). Consistent with Colakoglu (2006) this study replaced the 
words “family” and “family life” with “personal” and “personal life” to more 
appropriately reflect work-life balance, as well as add one item, “I feel successful in 
balancing my work and personal lives.” Two items more items were added to the scale to 
more directly address the notion of “harmony.” One reverse scored item did not load 
properly onto the single factor and was dropped from further analysis. Scale analysis 
indicated an alpha coefficient of .86. Respondents indicated their agreement with each 
statement on a 5-point Likert-type scale ranging from 1 (strongly disagree) to 5 (strongly 
agree). A complete list of the items is available in Appendix A. 
Whole-Life Perspective 
 Whole-life perspective is represented by 1) the search for effectiveness and 
satisfaction in multiple life roles (rather than only the work role) and 2) the tendency to 
make career decisions with an awareness of their impact on other aspects of one’s life. As 
mentioned earlier, a six item scale was specifically developed for this study, with three 
items reflecting each of the two underlying dimensions mentioned above. A sample item 
includes “I strive to be successful in many different parts of my life” and the measure 
showed strong reliability (α = .80). Additionally, CFA suggested good fit (χ2 (9) = 
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110.89, p < .001, χ2/df = 12.32, CFI = .91, RMSEA = .10). The entire scale is represented 
in Appendix A. 
Individual Well-Being 
Subjective Well-Being 
 Consistent with recent suggestions (Keyes et al., 2002; Ryan & Deci, 2001) life 
satisfaction was used as the indicator of SWB. Life satisfaction reflects the overall 
satisfaction one has with his or her life, or general contentment with life as a whole 
(Pavot & Diener, 1993). It was measured with Diener et al.’s (1985) Satisfaction with 
Life Scale (SWLS). The scale appears to be the most commonly used measure of life 
satisfaction and consistently shows strong reliability across various populations and 
settings (Pavot & Diener, 1993). The SWLS is a five item measure that assesses an 
individual’s satisfaction with life as a whole (Appendix A). Scoring was be based on a 7-
point Likert-type scale (1 = strongly disagree to 7 = strongly agree) and exhibited good 
reliability (α = .90) in this study. Sample items include “I am satisfied with my life” and 
“In most ways my life is close to ideal.”  
Psychological Well-Being 
 As mentioned in Chapter 2, scholars suggest utilizing measures of both SWB and 
PWB to fully assess individual well-being (Keyes et al., 2002; Ryan & Deci, 2001). Of 
the six generally accepted dimensions of PWB, two in particular have been theoretically 
associated with the protean concept: a sense of personal growth and of fulfilling one’s life 
purpose. Ryff’s (1989) PWB scales (Appendix A) have been extensively used in prior 
research (Carr, 1997; Clark, Marshal, Ryff, & Rosenthal, 2000; Heidrich & Ryff, 1993; 
Keyes & Ryff, 1998; Keyes et al., 2002; Kling, Ryff, & Essex, 1997; McGregor & Little, 
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1998; Ryff & Keyes, 1995; Smider, Essex & Ryff, 1996). Ryff’s (1989) initial reliability 
estimates for the personal growth and life purpose scales were reported to be .81 and .82 
respectively, with similar reliabilities observed in the ensuing research cited above and 
alpha coefficients of .87 and .84 observed in this study. Responses for both dimensions 
were made on a 6-point Likert-type scale ranging from 1 (strongly disagree) to 6 
(strongly agree). Both scales consist of seven items and the entire scales are listed in 
Appendix A. Sample items include personal growth: “I have a sense that I have 
developed a lot as a person over time”, life purpose: “My daily activities seem trivial and 
unimportant to me” (reverse scored).   
 Again, CFA was conducted loading all three indicators of well-being (life 
satisfaction, purpose, and growth) onto one construct. The one factor model did not fit the 
data well (χ2 (85) = 2558.65, p < .001, χ2/df = 30.13, CFI = .66, RMSEA = .20). This 
model was compared to a two factor model in which the two psychological well-being 
indicators were loaded onto one latent variable and life satisfaction loaded onto another. 
This model fit provided good fit (χ2 (84) = 492.70, p < .001, χ2/df = 5.91, CFI = .94, 
RMSEA = .08), and significantly better fit than the one factor model (∆χ 2 (1) = 2095.95, 
p < .001), and was therefore retained for further analysis. The alpha coefficient for the 
composite psychological well-being measure, consisting of both growth and life purpose, 
was .94. 
Controls 
Demographic variables were captured in order to control for alternative 
explanations of the results. Information regarding age, race (non-white = 1, white = 2), 
sex (male = 1, female = 2), marital status (1 = not married/living with partner, 2 = 
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married/living with partner), number of children living at home, income, job tenure, 
organizational tenure, and education were collected. Prior research suggests that age and 
sex are correlated with PCO (Briscoe et al., 2006; Ng, Burke, & Fiksenbaum, 2008; 
Segers et al., 2008), that marital status may produce spurious relationships with on work-
life balance and life satisfaction (Carlson et al., 2009; Diener et al., 1999), and that the 
number of children living at home may impact work-life balance (Carlson et al., 2009). 
Correlational analysis was conducted and it was determined that age, race, sex, and 
marital status would serve as controls in this study. Additionally, an individual’s 
proclivity to respond to items in socially desirable ways was also assessed and controlled 
in the analysis.  
Data Analysis 
 This section details the techniques that were used to validate the study’s measures 
and test the hypotheses. Structural equation modeling (SEM) was performed using 
AMOS 17.0. Because of the length of the scales and the sample size relative to the size of 
the model, I followed Landis, Beal, and Tesluk (2000) and created item parcels by 
averaging together individual items and using parcels as manifest indicators of the latent 
constructs. Each latent variable had three parcels as manifest indicators, with the 
exception of psychological well-being which had five parcel indicators. Relationships 
among the variables were assessed by the significance of the path coefficients between 
latent variables in the model. 
Testing for Mediation and Moderated Mediation 
 Mediation tests were conducted by running Sobel (1982) tests which generate a z-
statistic that indicates a significant drop in the beta weight when the mediator is entered 
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into the model. In addition, moderated mediation analysis was conducted using the 
method described by Preacher, Rucker, and Hayes (2007). I utilized Preacher et al.’s 
(2007) mod-med SSPS macro which tests for the significance of indirect effects from the 
independent variable to the dependent variable, through the mediator. Six separate sets of 
analyses were run to address each unique path from PCO to the three indicators of career 
capital through career exploration and career planning. The Preacher et al. (2007) method 
indicates the indirect effect at the mean, and one standard deviation above and below the 
mean of the moderating variable. Additionally, it can provide the conditional indirect 
effects across the entire range of the moderator. Continuous increases or decreases in the 
conditional indirect effects and/or drops in significance indicate moderated mediation. 
Moderating Relationships 
 Many authors have described product-indicator approaches to represent latent 
variable interactions in SEM (e.g., Algina & Moulder, 2001; Jaccard & Wan, 1995; 
Jöreskog & Yang, 1996; Wall & Amemiya 2001). These approaches are problematic 
however because they require very complex linear constraints. Recently, Marsh, Wen, 
and Hau (2004) developed a straightforward, unconstrained product-indicator approach. 
Comparative analysis with previous methods led Marsh et al. (2004) to suggest using an 
unconstrained, mean centered, matched-pair product indictor approach because this 
method performed as well or better across multiple studies than all other methods (e.g., 
Algina & Moulder, 2001; Jaccard & Wan, 1995; Jöreskog & Yang, 1996; Kenny & Judd, 
1984; Wall & Amemiya 2001), while also being much more accessible to researchers 
(Little, Bovaird, & Widaman, 2006; Marsh et al., 2004; Marsh, Wen, Hau, Little, 
Bovaird, & Widaman, 2007).  
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 In this approach, the researcher mean centers all item or parcel indicators (Hau & 
Marsh, 2006) and uses the product of the mean centered item/parcel indicators as 
indicators loaded onto a new latent interaction variable. The items/parcels are matched 
such that the highest loading items/parcel from each of the two variables are multiplied 
together to form the first indicator of the latent interaction variable, with the next highest 
matched together, and so on. Then, the latent interaction construct and the moderator 
construct are added to the structural model. Previous researchers suggest analyzing model 
fit and direct relationships of the structural model prior to adding and analyzing 
interaction effects (Cohen, Cohen, West, & Aiken, 2003; Dulac, Coyle-Shapiro, 
Henderson, & Wayne, 2008). Finally, moderation is suggested by a significant estimated 
effect of this latent interaction construct on the outcome construct. This method was 
employed to test the hypotheses suggesting the moderating effects of adaptability and 
whole-life perspective and again during post-hoc analysis. 
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Chapter 5:  Results 
 This chapter presents the results of the data analyses beginning with the 
correlation matrix of the demographic variables and the model variables. Next, results of 
the structural equation modeling tests are presented. In addition, several post-hoc 
analyses were conducted to shed light on a number of the study variables and 
relationships. Chapter 5 concludes with a brief summary of the study’s findings. 
Correlational Analysis 
 Table 2 presents the means, standard deviations, and intercorrelations among all 
study variables. Correlational analyses help to determine which variables must be 
controlled during hypothesis testing, as well as help identify issues with multicollinearity. 
Intercorrelations exceeding .80 are considered to indicate extreme multicollinearity (Hair, 
Anderson, Tatham, & Black, 1995). The intercorrelations among the study variables 
ranged from -.39 to .74, suggesting that severe multicollinearity was not present. 
 An examination of the correlation matrix suggests that several of the demographic 
variables were related to the independent and dependent variables. Specifically, gender (r 
= .12, p < .01), marital status (r = .09, p < .05), and social desirability (r = .26, p < .01), 
were related to PCO. Additionally, all controls were related to psychological well-being 
(age: r = .18, p < .01; gender: r = .31, p < .01; race: r = -.12, p. < .01; marital status: r = -
.09, p < .05; social desirability: r = .26, p < .01) and, with the exception of age, were 
related to life satisfaction (gender:  r = -.12, p < .01; race: r = .15, p < .01; marital status: 
r = .31, p < .01; social desirability: r = .09, p < .05) as well. Moreover, PCO was 
significantly related to the indicators of career capital (human capital: r = .61, p < .01; 
social capital: r = .45, p < .01; psychological capital: r = .64, p < .01), as well as the 
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indicators of well-being (life satisfaction: r = .34, p < .01; psychological well-being: r = 
.24, p <01). 
Test of Hypotheses 
Measurement Model 
 I first tested a 14-factor measurement model consisting of the variables discussed 
in the preceding chapter. Following Resick et al. (2009), the measurement model was run 
at the parcels level. The 14-factor model fit the data well and all parcels loaded well on 
their corresponding latent variables. Although the chi-square for the model was 
significant, all other statistics suggest the model provided a very good fit with the data (χ2 
(811) = 2118.44, p < .001, χ2/df = 2.61, CFI = .95, RMSEA = .05). I then compared the 
14 factor model against a 15 factor model in which career exploration was loaded onto 
two factors distinguishing between the self and environmental dimensions.  The 15 factor 
model fit the data well (χ2 (929) = 2328.86, p < .001, χ2/df = 2.51, CFI = .95, RMSEA = 
.05), but the 14 factor model provided a significantly better fit (∆χ 2 (118) = 210.42, p < 
.001). I also tested the 14 factor model against a 13 factor model in which both proactive 
career management behaviors (exploration and planning) were loaded onto one latent 
construct. The 13 factor structure fit the data reasonably well (χ2 (701) = 2383.76, p < 
.001, χ2/df = 3.40, CFI = .92, RMSEA = .06), but again the 14 factor model provided 
significantly better fit (∆χ 2 (110) = 265.32, p < .001). Therefore, the 14-factor model was 
retained.  
Structural Model 
 Following prior research, the direct relationships composed the hypothesized 
structural model (Cohen, Cohen, West, & Aiken, 2003; Dulac, Coyle-Shapiro, 
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Henderson, & Wayne, 2008) which provided good fit (χ2 (657) = 2510.94, p < .001, χ2/df 
= 3.82, CFI = .91, RMSEA = .06). In the next step, all nonsignificant paths were removed 
from the model and the new model was compared to the hypothesized, baseline model 
(Gosserand & Diefendorff, 2005). The fit of the second model was good (χ2 (664) = 
2512.63, p < .001, χ2/df = 3.78, CFI = .91, RMSEA = .06), but the chi-square difference 
between this model and the hypothesized model was not significant (∆χ 2 (7) = 1.99, p > 
.05). Therefore the hypothesized model was retained. Figure 2 shows the results for the 
hypothesized structural model.   
Findings Regarding Hypotheses  
 Hypothesis 1 predicted that proactive career management behaviors would 
mediate the relationship between PCO and career capital.  Results indicated significant, 
direct relationships between PCO and both indicators of proactive career management 
behaviors (career exploration:  β = .41, p < .001 and career planning:  β = .71, p < .001).  
Additionally, career planning was significantly related to all three indicators of career 
capital (human capital:  β = .70, p < .001; social capital:  β = .60, p < .001; psychological 
capital:  β = .81, p < .001) and career exploration was significantly related to social 
capital, but not human or psychological capital (human capital: β = .00, ns; social capital:  
β = .22, p < .001; psychological capital:  β = .02, ns).  Results of Sobel tests (Sobel, 
1982) indicated that career planning mediated the relationship between PCO and human 
capital (z = 8.19, p < .001), social capital (z = 8.02, p < .001), and psychological capital 
(z = 8.32, p < .001), and that career exploration also mediated the relationship between 
PCO and social capital (z = 4.58, p < .001). Therefore, Hypothesis 1 was partially 
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supported as proactive career management behaviors mediated 4 of the 6 paths linking 
PCO to career capital. 
 Hypothesis 2 predicted that LMX would moderate the strength of the mediated 
relationship between PCO and career capital via proactive career management behaviors, 
such that the mediated relationship would be stronger when LMX is high than when 
LMX is low. As such, moderation mediation analysis was also conducted to determine if 
LMX moderated the indirect effect of PCO on career capital (through proactive career 
management behaviors). Tests for moderated mediation were conducted using the 
method described by Preacher et al. (2007). Statistical significance tests were conducted 
to compute a z statistic for the conditional indirect effects. Tests were conducted 
separately for each of the six relationships. Mediation analyses using the Preacher et al. 
(2007) method were consistent with Sobel tests based on the structural model and also 
indicated that career planning mediated the relationship from PCO to all three forms of 
career capital and career exploration mediated the relationship to social capital. Findings 
pertaining to the indirect effects, shown in Tables 3a-3c, provide partial support for a 
moderated mediation effect. The conditional indirect effects of PCO on human, social, 
and psychological capital (through career planning) is slightly higher for individuals 
having high quality relationships with their leaders than for those having low quality 
relationships, and the conditional indirect effects increase as values of LMX rise. While 
the indirect effects on social and psychological capital remain significant at p < .01 across 
all levels of LMX, the indirect effect on human capital drops in significance for any value 
of LMX lower than 2.80, thus providing more support. Moreover, the indirect effect of 
PCO on social capital through career exploration is also significant across all levels of 
119 
 
 
LMX, but the indirect effect becomes smaller as LMX increases, suggesting that the 
mediation effect through career exploration is stronger when the LMX is low. 
 Hypothesis 3 predicted that career capital would be positively related to career 
success. The hypothesis was partially supported as the beta coefficient for both social 
capital and psychological capital were significant (social capital:  β = .20, p < .001; 
psychological capital:  β = .68, p < .001); however the beta coefficient for human capital 
was not significant (β = -.03, ns). 
 Hypothesis 4a, which predicted that career capital would positively relate to 
employability, was fully supported. All three indicators of career capital were 
significantly related to employability (social capital: β = .17, p < .001; psychological 
capital: β = .56, p < .001; human capital: β = .13, p < .01).  Additionally, Hypothesis 4b 
predicted that adaptability would moderate the relationships between career capital and 
employability. All interaction effects were tested using the unconstrained, matched pair 
strategy suggested by Marsh, Wen, and Hau (2004) as described in the previous chapter.  
Consistent with prior research (Cohen, Cohen, West, & Aiken, 2003; Dulac, Coyle-
Shapiro, Henderson, & Wayne, 2008) separate models were run for each interaction 
variable, that is, one model with the three adaptability x career capital interactions and a 
second model (discussed below) with the three whole-life perspective x career capital 
interactions. In the adaptability model, three latent interaction variables were constructed 
and added to the model along with a latent adaptability variable.  The new model 
provided fairly adequate fit (χ2 (1021) = 4011.33, p < .001, χ2/df = 3.93, CFI = .88, 
RMSEA = .06). Although adaptability was significantly related to employability (β = .09, 
p < .05), examination of the interaction terms revealed that adaptability did not have a 
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significant interaction effect on the relationships between career capital and 
employability. Therefore, 4b was not supported.  
Hypothesis 5a predicted that career capital would be positively related to work-
life balance.  The hypothesis received partial support as results indicated that the 
relationship between psychological capital and work-life balance was significant (β = .58, 
p < .001); however, relationships with human capital and social capital were not 
significant (human capital:  β = .00, ns; social capital: β = .05, ns).  Hypothesis 5b 
predicted that a whole-life perspective would moderate the relationship between career 
capital and work-life balance.  Again, three latent interaction variables were constructed 
via the matched pairs approach discussed above (Marsh et al., 2004) and added to the 
model along with a latent whole-life perspective variable.  The new model provided a 
strong fit (χ2 (1021) = 3453.80, p < .001, χ2/df = 3.83, CFI = .90, RMSEA = .06). Whole-
life perspective was significantly related to work-life balance (β = .19, p < .001).  
Additionally, the interaction terms suggested that a whole-life perspective also moderated 
the relationships between psychological capital (β = .21, p < .01), and social capital (β = -
.17, p < .05), and work-life balance.  The whole life perspective (WLP) by human capital 
interaction variable did not have a significant direct effect on work-life balance. Figures 
3a and 3b illustrate the interaction effects of whole-life perspective x psychological and 
social capital on work-life balance. The psychological capital x WLP interaction 
expresses the hypothesized relationship and suggests that individuals taking a more 
whole-life perspective leverage psychological capital more effectively to achieve greater 
work-life balance. The social capital x WLP interaction expresses an unexpected 
relationship. The graph suggests that social capital positively impacts work-life balance 
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for individuals with weak whole-life perspectives but negatively impacts work-life 
balance for those with strong whole-life perspectives. As such both Hypotheses 5a and 5b 
were partially supported.    
 Hypothesis 6, which posited that work-life balance would positively relate to 
individual well-being, was partially supported.  Work-life balance was significantly 
related to life satisfaction (β = .16, p < .001), but not to psychological well-being (β = -
.04, ns).  Hypothesis 7 predicted that career success would be positively related to 
individual well-being, and was also partially supported.  Significant relationships were 
found between career success and both life satisfaction (β = .67, p < .001) and 
psychological well-being; however the finding for psychological well-being was in the 
opposite direction than expected (β = -.18, p < .001).  Finally, Hypothesis 8 was also 
partially supported as employability was significantly related to psychological well-being 
(β = .19, p < .001), but not to life satisfaction (β = .02, ns). To summarize, work-life 
balance and career success had significant positive relationships with life satisfaction, 
while employability had a significant positive relationship with psychological well-being 
(purpose and growth). 
Post-hoc analysis regarding PCO 
 Because this study created a new measure for PCO, the validity of the new 
measure was analyzed against the pre-existing, validated scale created by Briscoe et al. 
(2006). The two scales showed a correlation of .65. Additionally, CFA was conducted 
loading Briscoe et al.’s 14-item scale onto one factor. The model did not have adequate 
fit (χ2 (74) = 613.44, p < .001, χ2/df = 8.30, CFI = .79, RMSEA = .10), although scale 
analysis indicated good reliability (α = .84). Creating a two-factor model to distinguish 
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between Briscoe et al.’s self-directed and values-driven dimensions increased the model 
fit, but the two-factor model did not provide good fit either (χ2 (73) = 419.18, p < .001, 
χ2/df = 5.74, CFI = .86, RMSEA = .08; SD: α = .79, VD: α = .72; r = .76). The fit for both 
models was significantly worse than the corresponding one- and two-factor models 
created using the new scale developed for this study (one factor: ∆χ 2 (20) = 194.26, p < 
.001; two factor: ∆χ 2 (20) = 115.09, p < .001). Moreover, replacing PCO with the two 
factors created using the Briscoe et al. scale in both the measurement and structural 
models provided significantly worse fit than the scales used in this study (measurement 
model: ∆χ 2 (514) = 1364.08, p < .001; structural model: ∆χ 2 (456) = 1314.75, p < .001), 
suggesting that the scale developed in this study may offer a more useful measure of PCO 
for future research. 
 Finally, it was noted in previous chapters that both adaptability and a whole-life 
perspective have not been incorporated in current conceptualizations of PCO despite 
having been theorized to be integral elements in the protean concept. As such, I analyzed 
the direct relationship between PCO and each of these variables as well. This was done 
by adding direct relationships to these variables in the full structural model. Results 
indicate significant relationships with both adaptability and a whole-life perspective (χ2 
(901) = 3448.97, p < .001, χ2/df = 3.83, CFI = .89, RMSEA = .06; whole-life perspective: 
β = .78, p < .001; adaptability: β = .28, p < .001). Moreover, I ran confirmatory factor 
analysis at the parcels level to see whether adaptability, whole-life perspective, self-
directed, and values-driven combine to represent a more complete conceptualization of 
PCO as implied by various authors. It would appear that previous research was justified 
in the exclusion of adaptability and a whole-life perspective in recent conceptualizations 
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of PCO as a one factor model provided very poor fit (χ2 (135) = 998.44, p < .001, χ2/df = 
7.40, CFI = .80, RMSEA = .10). Additionally, loading only whole-life perspective (χ2 
(119) = 1736.47, p < .001, χ2/df = 14.60, CFI = .62, RMSEA = .14) or adaptability items 
(χ2 (230) = 2398.53, p < .001, χ2/df = 10.43, CFI = .62, RMSEA = .12) with the PCO 
items did not improve fit either. 
Post-hoc analysis regarding moderators 
 Given that there was partial support for moderated mediation, I further explored 
the interaction effects of LMX. In the LMX model, I created two more latent interaction 
constructs to represent the LMX x career exploration and LMX x career planning 
interaction effects in the same manner as discussed above. The model provided strong fit 
(χ2 (1015) = 3204.72, p < .001, χ2/df = 3.16, CFI = .92, RMSEA = .05). Results indicated 
that LMX was significantly related to all three indicators of career capital (human capital:  
β = .24, p < .001; social capital:  β = .14, p < .001; psychological capital:  β = .32, p < 
.001) and that LMX moderated the relationship between career planning and social 
capital (β = .08, p < .05), but did not moderate the relationships between career 
exploration and any of the career capital indicators.  Figure 4 represents the LMX x 
career planning interaction effect on social capital and indicates that high quality 
relationships with leaders strengthens the relationship between career planning and social 
capital. 
 Although the literature has routinely suggested that adaptability may be a meta-
competency that can augment the value of skills and knowledge, there was no support for 
adaptability as a moderator of the relationship between career capital and employability 
in this study. Nonetheless, because adaptability theoretically enables better functioning 
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across multiple domains, I conducted further analysis to test if adaptability may moderate 
the relationships between career capital and both career success and work-life balance. 
The results indicated no significant interaction effects on these relationships as well. 
 But, perhaps it is not that adaptability heightens the value of one’s career capital, 
but rather that it facilitates the acquisition of greater career capital. As such I created two 
more latent interaction constructs representing adaptability x career exploration and 
adaptability x career planning and analyzed the effect on human, social, and 
psychological capital. Model fit was quite good (χ2 (1015) = 3431.66, p < .001, χ2/df = 
3.86, CFI = .90, RMSEA = .06). Significant interaction effects were found on all 
relationships between career exploration and the development of career capital (human 
capital: β = -.28, p < .001; social capital: β = -.15, p < .001; psychological capital: β = -
.36, p < .001), as well as between career planning and both human and psychological 
capital (human capital: β = -.16, p < .001; psychological capital β = -.14, p < .001). The 
relationships are shown in Figures 5a-5e. The graphs illustrate interesting relationships 
and suggest that when adaptability is high, individuals acquire career capital regardless of 
their engagement in proactive career management, whereas when adaptability is low 
there is a positive association between career management and the development of career 
capital. 
 Because these results indicated that adaptability moderated the relationships 
between proactive career behaviors and career capital, moderated mediation analysis was 
then conducted to remain consistent with the analysis regarding LMX done previously 
and to determine if adaptability moderated the indirect effect of PCO on career capital, 
through proactive career behaviors. These results are presented in Tables 4a-4c. Results 
125 
 
 
indicate that the indirect effect of PCO on all three forms of career capital, through both 
career planning and exploration, decreases as levels of adaptability rise. That is to say 
that the indirect effect of PCO on career capital, though proactive career behaviors, is 
stronger when adaptability is low than when it is high. 
 Furthermore, because it appears that adaptability impacts these relationships in a 
different manner than does LMX, triple interaction effects were also analyzed. This was 
done by creating an adaptability x LMX latent variable, an adaptability x LMX x career 
exploration latent variable, and an adaptability x LMX x career planning latent variable in 
the same manner as discussed above and adding these to the model appropriately. Two 
models were run to address the interactions with career exploration (χ2 (1483) = 5213.80, 
p < .001, χ2/df = 3.52, CFI = .87, RMSEA = .06) and career planning (χ2 (1483) = 
5438.38, p < .001, χ2/df = 3.67, CFI = .87, RMSEA = .06) respectively, with both models 
providing fairly adequate fit. Neither of the triple interaction variables had a significant 
relationship with human, social, or psychological capital.    
 Additionally, because a whole-life perspective necessarily entails an influence 
across multiple domains, I analyzed its influence on the relationships between career 
capital and work related outcomes, i.e., employability and career success. Results indicate 
no significant interaction effects. 
Post-hoc analysis regarding PsyCap 
 PsyCap significantly predicted employability, career success, and work-life 
balance. Because the results surrounding PsyCap indicate its central role in the process 
linking PCO and positive work and life outcomes, I further explored the construct. 
Another model was created to examine the unique influence of each PsyCap dimension. 
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As mentioned previously, the hope and optimism dimensions crossed loaded during 
factor analysis, and were therefore also combined into one latent construct. Two more 
latent constructs were created representing efficacy and resilience. As such, 
psychological capital was replaced in the model by three latent variables representing 
distinct elements of PsyCap. Again the model had good fit (χ2 (774) = 2395.86, p < .001, 
χ2/df = 3.10, CFI = .92, RMSEA = .05). Results indicated positive and significant 
relationships between efficacy and employability (β = .15, p < .001), and resilience and 
work-life balance (β = .12, p < .01). Additionally, hope/optimism was positively and 
significantly related to employability (β = .42, p < .001), career success (β = .63, p < 
.001), and work-life balance (β = .51, p < .001). Interestingly, resilience had a significant 
negative relationship with career success (β = -.19, p < .001). 
Forthcoming Chapter 
 Chapter 5 discussed the results associated with this study. While not all 
hypotheses were supported, the results offer interesting insights on the roles of PCO, 
career behavior, and career capital across life domains. Moreover, they help provide 
clarity within the protean concept and offer a number of avenues for continued research 
in the future. Chapter 6 provides a detailed analysis of the results, discusses the study’s 
contribution to the literature, and offers suggestions for future research. 
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Chapter 6: Discussion 
 Chapter 6 discusses the study’s findings. The chapter begins by reviewing the 
purpose of the study, highlighting the gaps in the literature and the research questions 
addressed. This is followed by interpretation and integration of the results obtained from 
hypothesis testing and post-hoc analysis. Next, the theoretical and practical implications 
of the research are provided. Finally, the chapter concludes with a discussion of the 
study’s limitations and opportunities for future research. 
Gaps in the Literature and Research Questions 
 An increasingly volatile and global economy (Bansak & Raphael, 2006; Comin & 
Mulani, 2006; Comin & Philippon, 2005; Farber, 2005; Stewart, 2002) has changed the 
nature of contemporary careers. Organizations have become leaner and hesitant to invest 
in long-term relationships with employees (Greenhaus et al., 2008; Nicholson, 1996), 
weakening the psychological contract between employers and employees (Cappelli, 
1999; Hall & Moss, 1998; Herriot et al., 1997; Rousseau, 1995; Smithson & Lewis, 2000; 
Tulgan, 2000) and giving rise to more self-directed and individually customized career 
paths. A focus on the individual determining the direction and meaning of his or her 
career has reignited discussion surrounding Hall’s (1976) protean career and spawned the 
notion of a protean career orientation (PCO) whereby individuals 1) prefer a self-directed 
approach to career management and take personal control over career development and 
decisions; and 2) are values-driven in the sense that personally-meaningful values and 
goals provide the motivation behind career decisions and create the standards for 
psychological success (Briscoe & Hall, 2006). 
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 Despite extensive theory regarding both the protean career and PCO, quantitative 
empirical research addressing either is fairly limited, causing a predominantly normative 
and speculative literature stream. Therefore, the primary purpose of this study was to 
provide needed clarity to the protean concept by focusing specifically on the relationship 
between PCO and career development. Moreover, because prior theory routinely 
conceptualizes notions of balance and well-being as elements of a protean career, this 
study also addressed how career development influences the achievement of positive 
outcomes across both the work and life domains. Finally, the study sought to examine 
how leader relations, adaptability, and a whole-life perspective may moderate these 
relationships and augment the acquisition of career and life outcomes. 
Discussion of Findings 
The Relationship between PCO and Career Capital 
 Hypothesis 1 suggested that proactive career management behaviors would 
mediate the relationship between PCO and the development of career capital. Consistent 
with prior research indicating relationships between PCO and networking and visibility 
behaviors (De Vos & Soens, 2008), PCO was significantly related to both career planning 
and career exploration. Additionally, as expected PCO related to human, social, and 
psychological capital with career planning mediating each of these relationships. 
Alternatively, although career exploration also mediated the relationship between PCO 
and social capital, it did not mediate effects on human or psychological capital. There are 
a few possible conclusions to draw here. Either individuals do not reap as many benefits 
from career exploration as the literature suggests (Rogers et al., 2008; Stumpf et al. 1983; 
Zikic & Saks, 2009; Zikic & Klehe; 2006), or the lack of significance could result from 
129 
 
 
the cross-sectional design of this study. While the impact of exploration on social 
networks may have  relatively immediate effects, perhaps human and psychological 
capital take longer to develop, causing snap-shot analysis to represent an inadequate 
representation of these relationships. Presumably, people might be more inclined to 
engage in career exploration when feeling less hopeful or optimistic about their current 
situation or when they recognize a need to develop new skills and competencies. As such, 
although exploration may ultimately lead to increases in these regards, longitudinal 
designs might be necessary to accurately capture these effects.   
 Moreover, comparison of the means of the two proactive career management 
behaviors (exploration = 3.42, planning = 4.48) indicates that this sample of respondents 
is more prone to planning than exploration. Considering the negative association between 
exploration and age (r = -.19, p < .05), it would seem that individuals are less likely to 
actively explore career options as they become more tenured in their careers, whereas 
planning occurs across all age levels (r = .02, n.s.). Perhaps then, the benefits associated 
with career exploration would be more salient for a sample that is younger than the one 
used in this study (mean age = 36.19), and not as embedded in their careers.  
 In addition, there was modest support for the notion that the quality of the 
relationship between an individual and his or her leader (LMX) moderates the mediated 
effect of PCO on career capital (through proactive career management behaviors). 
Although analysis indicates consistent increases in the conditional indirect effects 
(through career planning) as values of LMX rise, these increases are quite small and the 
indirect effects maintain significance across all levels of the moderator. Nonetheless, the 
relationships exhibit the “prototypic case” of moderated mediation as described by 
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Muller, Judd, and Yzerbt (2005) and suggest that LMX augments the relationship 
between PCO and the development of career capital through the link between career 
planning and career capital. Additionally, post-hoc analysis provided more support for 
the beneficial impact of LMX, suggesting that career planning can translate into greater 
social capital when individuals are able to leverage high quality relationships with their 
leaders. Because leaders in high quality LMX relationships often take on mentoring roles 
(Scandura & Schriesheim, 1994), they likely become more involved in the career 
planning process (Allen et al., 2004; Kram, 1985; Seibert et al., 2001), while also actively 
sponsoring followers in social networks (Sparrowe & Liden, 2005), thereby strengthening 
the impact and usefulness of networking strategies to the employee.  
 Adding to our knowledge a bit further, post-hoc analysis also suggests that the 
indirect effect of PCO on career capital, through proactive career management behaviors, 
becomes smaller as levels of adaptability rise. Moreover, these effects appear to be a bit 
stronger than those represented by LMX. As such, it appears that proactive career 
behaviors explain the relationship between PCO and the development of career capital 
more so for individuals with low levels of adaptability than for those high in adaptability. 
This could suggest that as individuals develop greater adaptability, possibly as a result of 
PCO, they become more adept at successfully navigating a dynamic career context with 
less need to plan their career future or explore alternative options. As such, individuals 
who are both high in PCO and high in adaptability may have little need for planning or 
exploration.  
Relationships between Career Capital and Work and Life Outcomes    
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 This study also provided support for the influence of career capital on work and 
life outcomes. All three forms of capital: human, social, and psychological, had 
significant relationships with individual employability. These findings are consistent with 
prior research regarding human and social capital (Fugate et al., 2004; McArdle et al., 
2007) and extend our understanding of employability by introducing PsyCap into the 
careers literature. Fugate et al. (2004) initially derived their conceptualization of 
employability from DeFillippi and Arthur’s (1994) three “ways of knowing” 
competencies. These findings lend credence to the notion that PsyCap may represent a 
more appropriate representation of “knowing-why” than previous efforts, and may enable 
researchers to extend research on career competencies and employability with greater 
theoretical clarity and consistency in the future. 
 Psychological and social capital also related to career success, but human capital 
did not. These findings seem to support the old saying ‘it’s not what you know, but who 
you know,’ and add to claims that social capital plays a more prominent role in career 
advancement than does human capital (Ng et al., 2005). Moreover, the significant 
relationship between psychological capital and career success suggest that career growth 
may be more a function of motivation, determination, and will, than of the extent of one’s 
skills and knowledge. It should be noted though, that because this study measured career 
success by the level of satisfaction with one’s career, interpretations regarding career 
advancement must be made with caution. Nevertheless, findings support the notion that 
individuals with higher levels of social and psychological capital derive a greater sense of 
satisfaction from their careers. 
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 Finally, only psychological capital was significantly related to work-life balance 
in the model, possibly suggesting that psychological/motivational capital plays a larger 
role in work and life outcomes than do other forms of career capital given that it was the 
only one to have significant relationships with all three immediate outcomes in the 
model. Although a growing literature indicates that resources from one domain can 
facilitate or enrich functioning in other domains (Carlson, Kacmar, Wayne, & Grzywacz, 
2006; Greenhaus & Powell, 2006; Voydanoff, 2004; Wayne, Grzywacz, Carlson, & 
Kacmar, 2007), the human and social capital resources measured in this study do not 
appear to do so in such a way as to fully enable a balanced, harmonious life. The lack of a 
relationship between social capital and work-life balance indicates that individuals are 
not able to effectively leverage social contacts to meet multi-domain responsibilities and 
maintain harmony among life roles. Possibly this is because although individuals can 
have fairly large social capital, their network contacts may be predominantly centralized 
in only one domain. Because contacts likely provide most support within the same 
domain, extensive work-related social capital is unlikely to help individuals meet 
obligations associated with family roles, and vice versa. Therefore, it may be necessary 
for individuals to have balanced levels of social capital, with strong ties across all 
domains, if they are to achieve balance in and across all roles. Although the social capital 
measure in this study attempted to address contacts across multiple domains, a 
reexamination of the items suggests that the measure likely placed undue weight on 
professional networks, and was therefore unbalanced as well. Perhaps a more balanced 
measure of social capital that provides equal weight to contacts in both work and non-
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work domains will be more appropriate for future studies regarding the social capital – 
work-life balance relationship.   
 This study also examined the interactions of career capital with adaptability and 
whole-life perspective. Although adaptability did not moderate any of the relationships 
between career capital and the hypothesized outcomes, significant beta weights were 
found for the paths linking adaptability to employability and careers success. These 
findings support previous suggestions that adaptability is elemental to individual 
employability (Fugate et al. 2004; Fugate & Kinicki, 2006; McArdle et al., 2007) and 
integral to career success (Hall, 1976; Mirvis & Hall, 1994; Seibert et al., 2001). 
Additionally, findings support claims that adaptability may facilitate the acquisition of 
career capital as well. Post-hoc analysis concluded that individuals with high levels of 
adaptability also develop high levels of human, social, and psychological capital 
regardless of whether they engaged in proactive career management behaviors. 
Interestingly though, interaction effects indicated that proactive career behaviors provide 
greater increases in career capital for individuals who are less adaptable than those who 
are highly adaptable, suggesting that engagement in these behaviors may level the 
playing field by helping to offset the limitations imposed by low adaptability.   
 As expected, findings supported the notion that whole-life perspective moderates 
the relationship between psychological capital and work-life balance, with the 
relationship being stronger for individuals with strong whole-life perspectives than weak 
whole-life perspectives. Findings also indicated that whole-life perspective moderated the 
social-capital – work-life balance relationship, but in an unexpected manner. The 
interaction suggests that individuals with strong whole-life perspectives experience more 
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work-life balance when social capital is low, while those with weak whole-life 
perspectives experience greater work-life balance when social capital is high. Upon 
reflection, this finding makes theoretical and practical sense. Presumably, individuals 
with weaker whole-life perspectives devote most energy into just one domain, likely the 
work domain. Therefore these people need to leverage social and personal relationships 
to meet obligations in less salient domains more so than those with stronger whole-life 
perspectives who may be highly involved in many domains and desire to fulfill 
obligations across domains personally. Moreover, for those with strong whole-life 
perspectives, having many social contacts likely creates more obligations for them to 
personally attend to, possibly creating greater strain and greater difficultly with balancing 
their lives. 
A Closer Look at PsyCap 
 Consistent with the POS/POB perspectives, it would seem that greater levels of 
psychological capital may enable better functioning across both the work and life 
domains. Moreover, the findings seem to indicate that individuals high in PCO may plan 
their careers in such a way as to develop greater levels of psychological capital as well, 
thus enabling them to achieve personally valued goals. A closer look at the unique effects 
of the elements of PsyCap offers some interesting interpretations. First, it appears that 
hope and optimism offer the greatest motivational benefits. Like the global PsyCap 
construct, these elements predicted employability, career success, and work-life balance. 
It would seem that a positive, optimistic, yet realistic outlook provides motivational 
resources that enable higher functioning at work and in life.   
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 Additionally, findings indicated that only efficacy was significantly related to 
perceptions of employability, suggesting that confidence in one’s capabilities plays a 
stronger role than resiliency when it comes to maintaining long-term employment in a 
dynamic and unstable economy. On the other hand, resiliency is also integral to 
maintaining work-life balance. Presumably, individuals encounter set-backs that can 
throw their lives into discord. Those who are resilient may be better at minimizing the 
negative effects of these set-backs, possibly by limiting the detrimental impact to within 
only one domain. Finally, despite its positive influence on work-life balance, resilience 
had a strong negative relationship with career success. It appears that perhaps resilience 
becomes more salient, or is more thoroughly developed, when individuals are struggling 
to achieve career goals. 
Relationships with Well-Being 
 Interesting findings were found regarding the hypothesized relationships with 
indicators of well-being. Hypothesized linkages tying work-life balance, employability, 
and career success to individual well-being were partially supported. Findings indicated 
that work-life balance and career success contribute to subjective well-being (life 
satisfaction), while employability does not. These findings extend previous spillover 
models (Judge & Watanabe, 1993; Sumer & Knight, 2001; Tait et al., 1989) as well as 
suggestions that well-being occurs when people’s lives are fully and holistically engaged 
(Waterman, 1993). Conversely, it appears that only employability contributes to 
psychological well-being (purpose and growth), while career satisfaction may even 
diminish these feelings. It would seem that the continuous learning associated with 
remaining employable in today’s economy leads to personal growth and helps people to 
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live with purpose. On the other hand, the negative relationship with career success might 
indicate that once people have achieved their career aspirations, personal growth halts 
and they no longer derive purpose from striving toward these actualized goals. It should 
be noted though, that the findings in this regard from structural equation analysis appear 
to be somewhat inconsistent with those of correlational analysis. The strong correlation 
between employability and career success (r = .67) would suggest that they are likely to 
have similar relationships with associated constructs in the model. Additionally, the 
correlations between employability and well-being are not consistent with the findings 
from SEM. As such, it may be possible that the strong correlation between employability 
and career success has imposed a suppressor effect on the model which may be 
confounding results (Cohen & Cohen, 1975; Horst, 1941). 
 These findings highlight the fundamental differences between subjective and 
psychological well-being (Keyes et al., 2002; Ryan & Deci, 2001). While indicators of 
subjective well-being, such as life satisfaction, appear to address general levels of 
contentment with people’s lives, psychological well-being is focused toward self-
actualization, which may inherently entail a process in which individuals are never fully 
content with who they are or their current station in life. A closer look at the two 
psychological well-being indicators addressed in this study (purpose and growth) 
suggests they may be at odds with notions of contentment. For instance, although 
individuals may derive a sense of purpose in their lives, they may never be satisfied until 
that purpose has been fully achieved. Similarly, a desire for growth likely stems from 
discontent with one’s current circumstance and dissatisfaction with one’s current 
abilities. Presumably one could derive satisfaction from living one’s purpose or through 
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the experience of growth, but findings from this study suggest that individuals are likely 
to stop growing and lose their sense of purpose once they become satisfied and content 
with their lives. These findings accentuate scholars’ calls to incorporate multi-
dimensional approaches that include aspects of both the hedonic (SWB) and eudaimonic 
(PWB) traditions (Keyes et al., 2002; Ryan & Deci, 2001), in order to gain more 
complete understandings of individual well-being. 
Theoretical Contributions 
 As previously mentioned, there has been growing interest concerning individual 
career management in an increasingly volatile and dynamic career landscape. Many 
scholars have suggested that enacting a protean career or holding a protean career 
orientation will enable individuals to be successful at work, while also leading happy and 
balanced lives (Bridgstock, 2005; Briscoe & Hall, 2006; Briscoe et al., 2006; Crowley-
Henry & Weir, 2007; Granrose & Baccili, 2006; Hall, 2004; Hall & Moss, 1998; Hall & 
Richter, 1990; Hall & Chandler, 2005; McDonald, Brown, & Bradley, 2005; Sargent & 
Domberger, 2007; Valcour & Ladge, 2008). Thus far though, most work has been purely 
theoretical, with very few empirical investigations offering increases to conceptual 
clarity. As such, this study provides a more precise examination of the career-related 
outcomes associated with PCO as well as the more distal work and life outcomes 
associated with positive career development. 
 This study has contributed to the literature by testing the impact of PCO on 
career-related capital and increased our understanding of the career behaviors that explain 
this process. The findings illustrate the beneficial effect of PCO on career-related 
outcomes and indicate that a self-directed, values-driven approach to one’s career is 
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likely to enable individuals to develop higher levels of human, social, and psychological 
capital as their careers develop. Moreover, there is some indication that establishing high 
quality relationships with leaders can amplify the benefits of PCO in these regards as 
well. The evidence supporting PCO as a contributor to positive functioning at work also 
supports this study’s suggestion to include PCO as a prominent individual-level construct 
within the POS/POB literature and incorporate PCO in future studies under these 
perspectives.    
 Additionally, this study has also contributed to the literature by distinguishing 
PCO from both adaptability and a whole-life perspective, both of which have been 
commonly suggested to be elemental to PCO (Briscoe & Hall, 2006; Briscoe et al., 2006; 
Hall, 2004; Hall & Chandler, Inkson, 2006). Analysis conducted in this study fully 
supports the exclusion of adaptability and whole-life perspective in conceptualizations of 
PCO. Rather it appears that although both of these constructs are related to PCO, they 
serve distinct functions in the career development process. Findings suggest that 
adaptability is likely an offspring of PCO and possibly developed in much the same 
manner as other career-related competencies. Additionally, findings suggest that a whole-
life perspective is not fundamental to a values-driven orientation as has been implied by 
previous research. Rather, a whole-life perspective is more likely to be just one of many 
values that may help drive an individual’s career, and impact one’s ability to achieve 
work-life balance. 
 Finally, with regard to PCO, this study has offered another measure that may be 
more useful for ensuing research. To date, a review of the literature suggests that only 
one study has utilized the previously validated Briscoe et al. (2006) scale, and that this 
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study took a restricted view of PCO by incorporating only the self-directed scales in its 
analysis. The scales developed in this study exhibit strong reliability and can be used to 
adequately measure either the composite PCO construct, or the unique effects of its two 
sub-dimensions: self-directed and value-driven. Moreover, analysis from this study 
suggests that the 12-item scale developed here may offer a more appropriate reflection of 
PCO than the previously validated measure.    
 This study also contributes to the literature by examining the effect of various 
forms of career capital on outcomes that span across the work and life domains. This 
study adds to the fairly limited empirical research investigating contributors to work-life 
balance, as findings indicated a relationship with psychological capital. As such, PsyCap, 
as a representation of psychological career capital has now been added to both the careers 
and the work/life interface literatures. Moreover, this study extends POB research by 
expanding our knowledge pertaining to the outcomes associated with PsyCap and 
indicates that it may enable better functioning in both work and non-work roles. 
Additionally, incorporation of PsyCap as a reflection of “knowing-why” may help 
provide greater precision and clarity to this elusive competency and enable researchers to 
reflect DeFillippi and Arthur’s (1994) “ways of knowing” framework with greater 
consistency in the future. 
 Finally, this study has extended our understanding of individual well-being. 
Heeding the call of previous researchers (Keyes et al., 2002; Ryan & Deci, 2001), this 
study addressed the unique influences of career success, employability, and work-life 
balance on both subjective and psychological well-being. Findings supported 
distinguishing between the two types of well-being and indicate that not only are each 
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impacted differently by the three aforementioned constructs, but that elements of the two 
forms of well-being may be at odds with one another as well. Perhaps the highest forms 
of well-being occur when individuals simultaneously experience both subjective and 
psychological well-being, but this experience may be less common than previously 
thought. 
Contributions to Practice 
 Several practical implications can also be derived from the study. First, 
organizations seek individuals who will develop career capital efficiently and effectively. 
Employing individuals who can autonomously direct their careers in a positive direction 
can minimize the amount of resources that companies must devote to employee 
development. Certainly organizations will want to continue to offer developmental 
opportunities, both in order to retain quality employees as well as facilitate their 
development, but self-directed individuals will limit the amount of oversight required 
from supervisors and managers. Additionally, attracting values-driven individuals may 
enable organizations and employees to find greater P-O fit. By establishing relationships 
with employees who are driven by values similar to those held by the organization, 
companies are likely to encounter gains in productivity and performance and will be 
more likely to hold onto these employees as they develop higher levels of employability 
and greater value in the labor-market. 
 Moreover, if careers grow increasingly boundaryless, and new generations of 
workers enter the workforce, it is probable that high PCO employees will become more 
prevalent in the market. As such, it is important for organizations to understand the nature 
of the emerging workforce. In the same vein, if business schools are to adequately 
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address the needs and desires of students, and offer effective career management and 
career counseling, it is important that they gain a better understanding of their students’ 
career-related goals and values. The value of business schools may reside in their ability 
to help individuals develop more proactive career orientations, like PCO, and manage 
their careers so as to achieve subjective notions of success. 
Limitations and Opportunities for Future Research 
 Despite its contributions to the literature, this study is not without its limitations. 
First, the cross-sectional research design limits our ability to make causal inferences. 
Although directionality of the relationships is grounded in theory, cross-sectional designs 
indicate the presence of concurrent relationships, whereas longitudinal studies can more 
appropriately assess temporal relationships and causality. For instance, as noted 
previously, the cross-sectional design of this study may have contributed to the non-
significant relationships found between career exploration and both human and 
psychological capital. Perhaps future research should address these and other 
relationships in the study with longitudinal methodology.  
 Additionally, this study also utilized surveys as a method of data collection, which 
has some inherent limitations as well. Self-report surveys, such as the one used here, can 
be prone to bias due to common method variance. Although some researchers question 
whether common method variance inflates the relationships between study variables 
(Spector, 2006), I nevertheless employed procedures recommended by Podsakoff et al. 
(2003) to minimize common method variance. For instance, all respondents were 
encouraged to answer each question as honestly as possible and assured that there were 
no right or wrong answers and that their responses would remain anonymous. 
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Additionally, the propensity to respond to items in socially desirable ways was controlled 
for during analysis. Finally, the incorporation of interaction effects may limit that 
detrimental effect of common method variance to some degree as well (Evans, 1985). 
Nevertheless, particularly given the normative nature of research within the protean 
concept, and the fact that this study hypothesized only positive relationships, 
relationships found in this study could be affected by underlying bias due to positive 
affectivity at the individual level (Podsakoff et al., 2003). Therefore, following the 
procedures and recommendations of previous researchers (e.g., Diefendorff & Mehta, 
2007; Podsakoff et al, 2003; Williams, Cote, & Buckley, 1989), supplementary analysis 
was conducted to estimate the effects of common method bias in this study. First, CFA 
was conducted loading each parcel on its expected latent construct (χ2 (811) = 2118.44, p 
< .001, CFI = .95, RMSEA = .05). Next, I ran a second model adding an uncorrelated 
methods factor. This model also fit the data well (χ2 (780) = 1858.33, p < .001, CFI = .96, 
RMSEA = .05), and, in fact, fit significantly better than the model without the methods 
factor, (∆χ 2 (31) = 260.11, p < .001). Of particular interest though, this second model 
allowed me to estimate the percentage of variance due to trait, method, and random error 
components. Results indicated that 43.10% of the variance was attributable to the 14 
“trait” variables, 20.78% was due to the methods variable, and 36.12% was due to 
random error. While the method variance explained a moderate amount of the variance in 
the response data, it is less than the median amount of method variance identified across 
studies of 27% (Williams et al., 1989). Nonetheless, the data still suffers from some 
common method variance and future research should seek to control for these factors in 
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the future and incorporate second source data collection from leaders, co-workers, or 
family members to minimize method bias. 
 Moreover, despite the fairly large sample, sample size (N = 695) could present a 
limitation given the corresponding size of the model tested in this study. Item parcels 
were used as indicators for latent constructs. Although parcels have been shown to be 
suitable indicators, findings are thought to be somewhat less accurate in comparison to 
models using item indicators (Bandalos & Finney, 2001). Moreover, the sample consisted 
entirely of college educated individuals holding full-time jobs, which limits the overall 
generalizability of the findings. 
 This study also presents a number of interesting avenues for future research. 
Evidence from this study indicates that PCO can enable positive career development and 
help individuals acquire career capital through enacting proactive career management. It 
is likely that PCO may relate to a number of other career-related behaviors and outcomes 
as well. Future research should address PCO’s link with a variety of other work- and 
career-related outcomes as well as a number of possible career management behaviors 
that may explain these relationships. Additionally, research has only begun to examine 
the positive outcomes associated with PCO. Given that highly driven individuals may 
nevertheless not achieve their goals, might there be a downside to PCO that has not yet 
been discussed or examined? Although independent career management is commonly 
viewed in a positive light, might taking such an approach to one’s career possibly lead to 
exclusion or alienation? Might the ardent pursuit of one’s values create some level of 
rigidity in adherence to these values over a lifetime? These and other plausible negative 
effects wait to be tested. Furthermore, this study focuses solely on the outcomes of PCO. 
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As of yet, little is known regarding how or why individuals develop PCO in their careers. 
It seems likely that individual traits may predispose individuals to an inclination toward 
proactivity and/or self-management. Moreover, various career experiences may generate 
the need or desire to take control over one’s career or pursue more personally meaningful 
goals and values. Perhaps, even life experiences, not necessarily related to one’s career 
could ignite this passion as well. With empirical research on PCO just beginning, there is 
tremendous opportunity for research regarding both its development within individuals 
and its impact on their lives. 
 Finally, this study indicates the value of psychological capital and offers PsyCap 
as an intriguing construct for further examination within both the careers and work/life 
interface research streams. I recommend utilizing PsyCap as an appropriate 
representation of cognitive/motivational competencies and utilizing it in future studies 
incorporating career capital frameworks. Much like PCO, PsyCap has been included in 
fairly few empirical studies and is an enticing construct for further investigation of 
positive human functioning.  
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Table 1. 
 
Previous Multi-dimensional Conceptualizations of Employability 
 
 
Psycho-Social Approach Dispositional Approach Competency-Based Approach This Study 
Fugate et al. (2004) Fugate & Kinicki (2008) Van der Heijde & Van der Heijden (2006) 
 
• Career Identity 
• Adaptability 
• Human & Social Capital 
• Career Identity 
• Proactivity 
• Career Motivation 
• Openness to Changes 
• Work & Career Resilience 
• Occupational Expertise 
• Anticipation & Optimization 
• Personal Flexibility 
• Corporate Sense 
• Balance 
• Internal Marketability 
• External Marketability 
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Table 2. 
Means, Standard Deviations, and Correlations for All Variables 
 
Variable M SD 1. 2. 3. 4. 5. 6. 7. 8. 9. 10. 
1. Age 36.19 8.60           
2. Gender (Female)   1.44  .50 .08*          
3. Race (White)   1.82 .39 .09* -.13**          
4. Marital Status (Married)   1.78 .42 .09* -.11**   .12**        
5. Social Desirability   3.27 .59 .13*   .05 -.10** -.01       
6. PCO   4.02 .50   .05  .12** -.07  .09*  .26**      
7. Career Exploration   3.42 .84 -.19* -.13** -.01  .13**  .06  .30**     
8. Career Planning   4.48  1.00   .02 -.05  .01  .20**  .08*  .49**  .45**    
9. Human Capital   4.01 .57 .08*  .15* -.03  .11**  .19**  .62**  .25**  .50**   
10. Social Capital   3.72 .69   .03 -.03  .04  .25**  .16**     .45**  .44**  .59**  .49**  
11. Psychological Capital   4.65 .65 .18*  .03  .01  .15**  .20**    .64**  .25**  .56**  .69**  .60** 
12. Employability   3.76 .65 -.05 -.10**    .01  .22**  .10**          .47**  .37**  .55**  .49**  .60** 
13. Career Success   3.72 .72 .10* -.05  .12**  .25**  .15**  .43**  .26**  .60**  .47**  .57** 
14. Work-Life Balance   3.67 .65 .11*   .03  .01  .17**  .13**  .37**  .08*  .32**  .38**  .32** 
15. Life Satisfaction   5.02  1.20 -.04 -.12**  .14**  .31**  .09*  .34**  .31**  .51**  .39**  .49** 
16. Psychological Well-Being   3.74  1.20  .18**        .31** -.12** -.09  .26**  .24** -.40** -.02  .24** -.05 
17. LMX   5.25  1.02 -.01  .06  .04  .15**  .17**  .39**  .23**  .36**  .41**  .37** 
18. Adaptability   3.27 .82  .17**     .23**   -.14** -.02  .32**  .29** -.26**  .05  .31**  .05 
19. Whole-Life Perspective   4.03 .56   .05  .21**    -.07  .13**  .19**  .59**  .15**  .37**  .56**  .45** 
  Note. N=695.   
  *p < .05; **p < .01. 
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Table 2 continued. 
Means, Standard Deviations, and Correlations for All Variables 
 
 
Variable M SD 11. 12. 13. 14. 15. 16. 17. 18. 
1. Age           
2. Gender (Female)           
3. Race (White)           
4. Marital Status (Married)           
5. Social Desirability           
6. PCO           
7. Career Exploration           
8. Career Planning           
9. Human Capital           
10. Social Capital           
11. Psychological Capital           
12. Employability   3.76 .65  .59**        
13. Career Success   3.72 .72  .60**  .67**       
14. Work-Life Balance   3.67 .65  .49**  .36**  .42**      
15. Life Satisfaction   5.02  1.20  .53**  .53**  .64**  .40**     
16. Psychological Well-Being   3.74  1.20  .19** -.07 -.03  .11** -.15**    
17. LMX   5.25  1.02  .49**  .38**  .36**  .36**  .36** -.02   
18. Adaptability   3.27 .82  .31**  .08*  .12*  .19*  .02  .75**  .09  
19. Whole-Life Perspective   4.03 .56  .58**  .42**  .31**  .40**  .30**  .27**  .40**  .27** 
  Note. N=695.   
  *p < .05; **p < .01. 
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  Table 3a. 
 
  Results for Conditional Indirect Effects on Social Capital 
      
LMX        Indirect 
        effect 
          SE           z            p 
  Conditional indirect effects 
through career planning 
    
 -1 SD (4.23)  .28 .04 7.89 .00 
+1 SD (6.26)  .34 .04 9.25 .00 
           Conditional indirect effects 
at range of values 
    
1.00  .20 .08 2.56 .00 
4.00  .28 .04 7.31 .00 
7.00  .35 .04 8.07 .00 
 
 
 
 
 
 
    
      
LMX        Indirect 
        effect 
          SE           z            p 
  Conditional indirect effects 
through exploration 
    
 -1 SD (4.23)  .14 .03 5.40 .00 
+1 SD (6.26)  .13 .02 5.51 .00 
           Conditional indirect effects 
at range of values 
    
1.00  .15 .06 2.63 .01 
4.00  .14 .03 5.11 .00 
7.00  .13 .03 4.50 .00 
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  Table 3b. 
 
  Results for Conditional Indirect Effects on Human Capital 
      
LMX        Indirect 
        effect 
          SE           z            p 
  Conditional indirect effects 
through career planning 
    
 -1 SD (4.23)  .12 .03 4.64 .00 
+1 SD (6.26)  .14 .02 5.66 .00 
           Conditional indirect effects 
at range of values 
    
1.00  .09 .06 1.41 .16 
4.00  .11 .03 4.23 .00 
7.00  .14 .03 4.71 .00 
 
 
 
 
 
 
    
      
LMX        Indirect 
        effect 
          SE           z            p 
  Conditional indirect effects 
through exploration 
    
 -1 SD (4.23)  .01 .01 .92 .36 
+1 SD (6.26)  .02 .01 1.14 .25 
           Conditional indirect effects 
at range of values 
    
1.00  .01 .04 .25 .80 
4.00  .01 .02 .81 .41 
7.00  .02 .02 .89 .37 
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  Table 3c. 
  Results for Conditional Indirect Effects on Psychological Capital 
      
LMX        Indirect 
        effect 
          SE           z            p 
  Conditional indirect effects 
through career planning 
    
 -1 SD (4.23)  .17 .03 6.25 .00 
+1 SD (6.26)  .18 .03 6.91 .00 
           Conditional indirect effects 
at range of values 
    
1.00  .16 .07 2.44 .01 
4.00  .17 .03 5.80 .00 
7.00  .18 .03 5.66 .00 
 
 
 
 
 
 
    
      
LMX        Indirect 
        effect 
          SE           z            p 
  Conditional indirect effects 
through exploration 
    
 -1 SD (4.23)  .03 .02 1.89 .06 
+1 SD (6.26)  -.01 .01 -.15 .88 
           Conditional indirect effects 
at range of values 
    
1.00  .08 .04 1.9 .06 
4.00  .03 .02 1.92 .05 
7.00  -.01 .02 -.71 .48 
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  Table 4a. 
 
  Results for Conditional Indirect Effects on Social Capital 
      
Adaptability        Indirect 
        effect 
          SE           z            p 
  Conditional indirect effects 
through career planning 
    
 -1 SD (2.45)  .35 .04 8.77 .00 
+1 SD (4.09)  .32 .04 8.96 .00 
           Conditional indirect effects 
at range of values 
    
1.17  .38 .06 6.14 .00 
3.08  .34 .03 10.02 .00 
5.00  .30 .05 6.30 .00 
 
 
 
 
 
 
    
      
Adaptability        Indirect 
        effect 
          SE           z            p 
  Conditional indirect effects 
through exploration 
    
 -1 SD (2.45)  .22 .04 6.33 .00 
+1 SD (4.09)  .11 .02 5.01 .00 
           Conditional indirect effects 
at range of values 
    
1.17  .31 .06 5.65 .00 
3.08  .18 .03 6.59 .00 
5.00  .05 .03 1.26 .10 
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  Table 4b. 
 
  Results for Conditional Indirect Effects on Human Capital 
      
Adaptability        Indirect 
        effect 
          SE           z            p 
  Conditional indirect effects 
through career planning 
    
 -1 SD (2.45)  .21 .03 7.28 .00 
+1 SD (4.09)  .12 .02 5.36 .00 
           Conditional indirect effects 
at range of values 
    
1.17  .27 .05 5.81 .00 
3.08  .17 .02 7.81 .00 
5.00  .08 .03 2.36 .02 
 
 
 
 
 
 
    
      
Adaptability        Indirect 
        effect 
          SE           z            p 
  Conditional indirect effects 
through exploration 
    
 -1 SD (2.45)  .01 .01 .92 .36 
+1 SD (4.09)  .02 .01 1.14 .25 
           Conditional indirect effects 
at range of values 
    
1.17  .01 .04 .25 .80 
3.08  .01 .02 .81 .41 
5.00  .02 .02 .89 .37 
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  Table 4c. 
  Results for Conditional Indirect Effects on Psychological Capital 
      
Adaptability        Indirect 
        effect 
          SE           z            p 
  Conditional indirect effects 
through career planning 
    
 -1 SD (2.45)  .28 .03 8.67 .00 
+1 SD (4.09)  .18 .03 6.96 .00 
           Conditional indirect effects 
at range of values 
    
1.17  .36 .05 6.95 .00 
3.08  .24 .03 9.31 .00 
5.00  .13 .04 3.49 .00 
 
 
 
 
 
 
    
      
Adaptability        Indirect 
        effect 
          SE           z            p 
  Conditional indirect effects 
through exploration 
    
 -1 SD (2.45)  .17 .03 6.20 .00 
+1 SD (4.09)  -.01 .01 -.43 .67 
           Conditional indirect effects 
at range of values 
    
1.17  .31 .05 6.25 .00 
3.08  .10 .02 5.66 .00 
5.00  -.01 .03 -4.06 .00 
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Figure 1. Hypothesized Model 
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Career Capital 
.71** 
.41** 
HC = .70**; PC = .81**  
SC = .60** 
HC = .00; PC = .58** 
 SC = .05  
HC = -.03; PC = .68** 
SC = .20** 
.16** 
-.04 
.67** 
-.18** 
.02 
.19** 
HC = .00; PC = .02 
SC = .22** 
HC = .13**; PC = .56** 
SC = .17**  
Note. Not all paths are represented for readability.  
Paths from manifest variables are not represented. 
HC = Human Capital, SC = Social Capital, PC = Psychological Capital 
**p < .01 
Career 
Planning 
Career 
Exploration 
PCO 
Human 
Capital 
Psych 
Capital 
Social 
Capital 
Work-Life 
Balance 
Career 
Success 
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Figure 2. Structural Model 
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Figure 5a. 
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Figure 5d. 
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Figure 5e. 
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Appendix A: Measures 
 
 
 
 
Protean Career Orientation 
 
1 = strongly disagree to 5 = strongly agree 
 
Self-Directed 
 
1. I am responsible for expanding my career-related skills and knowledge 
2. It is my responsibility to take the initiative to investigate my career options 
3. I am responsible for my career development 
4. I control the direction of my career  
5. It is up to me to find or create opportunities for career progression 
6. I am personally accountable for how my career develops  
 
 
Values-Driven  
 
7. My career is guided by the opportunity to achieve personally meaningful values. 
8. I judge my level of career success based on whether I achieve my own personal 
values and ideals  
9. My personal principles and ideals motivate the important decisions in my career 
10. It is important that my career helps me fulfill my life values. 
11. I derive career success from achieving the personal standards I set for myself, not 
the standards set by my organization or society. 
12. My career is driven by my need to achieve my values  
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Proactive Career Management Behaviors 
EXPLORATION 
Stumpf et al. (1983)  
 
To what extent have you done the following in the past 6 months?  
 
1 = a little to 5 = a great deal 
 
Self 
 
1. Reflected on how my past integrates with my career future 
2. Focused my thoughts on me as a person 
3. Contemplated my past 
4. Been retrospective in thinking about my career 
5. Understood a new relevance of past behavior for my future career 
Environmental 
 
1. Investigated career possibilities 
2. Went to various career orientation programs 
3. Obtained information on specific jobs or companies 
4. Initiated conversations with knowledgeable individuals in my career area 
5. Obtained information on the labor market and general opportunities in my career 
area 
6. Sought information on specific areas of career interest 
 
CAREER PLANNING 
Gould (1979) 
 
1 = strongly disagree to 6 = strongly agree 
 
1. I have not really decided what my career objectives should be (R)*  
2. I have a plan for my career 
3. I have a strategy for achieving my career goals 
4. I know what I need to do to reach my career goals* 
5. My career objectives are not clear (R) 
6. I change my career objectives frequently (R)* 
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Leader-Member Exchange 
Liden and Maslyn (1998) 
 
1 = strongly disagree to 7 = strongly agree 
 
Affect dimension 
 
1. I like my supervisor very much as a person. 
2. My supervisor is the kind of person one would like to have as a friend. 
3. My supervisor is a lot of fun to work with. 
 
Loyalty dimension 
 
4. My supervisor defends my work actions to a superior, even without complete 
knowledge of the issue in question. 
5. My supervisor would come to my defense if I were ‘attacked’ by others. 
6. My supervisor would defend me to others in the organization if I made an honest 
mistake. 
 
Contribution dimension 
 
7. I do work for my supervisor that goes beyond what is specified in my job 
description. 
8. I am willing to apply extra efforts, beyond those normally required, to meet my 
supervisor’s work goals. 
9. I do not mind working my hardest for my supervisor. 
 
Professional respect 
 
10. I am impressed with my supervisor’s knowledge of his/her job. 
11. I respect my supervisor’s knowledge of and competence on the job. 
12. I admire my supervisor’s professional skills. 
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Career Capital 
HUMAN CAPITAL 
Adapted from Eby et al. (2003) 
 
1 = strongly disagree to 5 = strongly agree 
 
1. I have a diversified set of job related skills 
2. I remain current on the trends and developments in my profession 
3. Continuous learning is an element of my career 
4. I have up to date job related skills 
5. I have job related knowledge and skills that I can easily apply or transfer to other 
employment settings  
 
SOCIAL CAPITAL 
Adapted from Eby et al. (2003) 
 
1 = strongly disagree to 5 = strongly agree 
 
1. I know a lot of people within the organization 
2. I am well connected within the organization 
3. I have a lot of contacts within the organization 
4. I have extensive contacts within the industry I work 
5. I know a lot of people outside the organization 
6. I am well networked with individuals outside of my organization 
7. I do not have many professional contacts (R)* 
8. I have close ties with my extended family and friends 
9. I have a wide network of relationships with individuals from different civic and 
social groups, clubs, and organizations (e.g., religious and/or recreational 
organizations)  
10. I am well-connected in my community  
11. I am well-connected with individuals outside of my current industry  
 
PSYCHOLOGICAL CAPITAL 
Luthans et al. (2007) – PsyCap 
 
1 = strongly disagree to 6 = strongly agree 
 
Self-efficacy 
 
1. I feel confident analyzing a long-term problem to find a solution.  
2. I feel confident in representing my work area in meetings with management.  
3. I feel confident contributing to discussions about the company’s strategy.  
4. I feel confident helping to set targets/goals in my work area.  
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5. I feel confident contacting people outside the company (e.g., suppliers, customers) 
to discuss problems. 
6. I feel confident presenting information to a group of colleagues.  
Hope 
 
7. If I should find myself in a jam at work, I could think of many ways to get out of 
it. 
8. At the present time, I am energetically pursuing my work goals.  
9. There are lots of ways around any problem.  
10. Right now I see myself as being pretty successful at work.  
11. I can think of many ways to reach my current work goals.  
12. At this time, I am meeting the work goals that I have set for myself. 
Resilience 
 
13. When I have a setback at work, I have trouble recovering from it, moving on. 
(R)* 
14. I usually manage difficulties one way or another at work.  
15. I can be “on my own,” so to speak, at work if I have to.  
16. I usually take stressful things at work in stride.  
17. I can get through difficult times at work because I’ve experienced difficulty 
before.  
18. I feel I can handle many things at a time at this job.  
Optimism 
 
19. When things are uncertain for me at work, I usually expect the best.  
20. If something can go wrong for me work-wise, it will. (R)* 
21. I always look on the bright side of things regarding my job.  
22. I’m optimistic about what will happen to me in the future as it pertains to work.  
23. In this job, things never work out the way I want them to. (R)*  
24. I approach this job as if “every cloud has a silver lining.” 
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Work-Life Balance 
Adapted from Greenhaus et al. (2004) 
 
1 = strongly disagree to 5 = strongly agree 
 
1. I am able to balance the demands of my work and the demands of my family life. 
2. I am satisfied with the balance I have achieved between my work and family life.   
3. Overall, I believe that my work and family lives are out of balance. (R) 
4. I can balance my work and family responsibilities so that one does not upset the 
other.  
5. I experience a high level of work-family balance  
6. I feel successful in balancing my work and personal lives  
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Career Success 
Greenhaus et al. (1990) 
 
1 = strongly disagree to 5 = strongly agree 
 
1. I am satisfied with the success I have achieved in my career 
2. I am satisfied with the progress I have made toward meeting my overall career 
goals 
3. I am satisfied with the progress I have made toward meeting my goals for income 
4. I am satisfied with the progress I have made toward meeting my goals 
advancement 
5. I am satisfied with the progress I have made toward meeting my goals for the 
development of new skills 
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Employability 
Adapted from De Vos & Soens (2008) and Eby et al. (2003) 
 
1 = strongly disagree to 5 = strongly agree 
 
1. I believe I could easily obtain a comparable job with another employer (Eby et al 
2003) 
2. I believe I could easily obtain another job that is in line with my level of 
education and experience 
3. I believe I could easily obtain another job that would give me a high level of 
satisfaction 
4. There are many opportunities available for me in my company 
5. My company views me as an asset to the organization 
6. Given my skills and experience, the company that I work for views me as a value-
added resource 
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Adaptability 
Morrison & Hall (2001) 
 
 1 = strongly disagree to 5 = strongly agree 
 
Adaptive competence  
1. I find it hard to do new tasks in my job. 
2. I do not like changes in job policies, procedures or practices. 
3. It is hard for me to make adjustments to new people joining my team 
4. I resent it when the structure of my organization changes 
5. It is easy for me to adapt when I change jobs 
6. I find it discouraging when the work I do in my job changes. 
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Whole-Life Perspective 
 
1 = strongly disagree to 5 = strongly agree 
 
1. It is important to me that I am effective in many different parts of my life (e.g., 
family, friends, community, leisure activities, career) 
2. Before making a career-related decision, I think about how the decision would 
affect many other parts of my life.  
3. I strive to be successful in many different parts of my life 
4. It is important to me that I am satisfied with my experiences in many different 
parts of my life. 
5. I make work-related decisions based on the effects the decisions have on many 
other parts of my life 
6. I participate in activities outside of work because they help me feel more fulfilled 
in life 
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Individual Well-Being 
SUBJECTIVE WELL-BEING 
Adapted from Diener et al. (1985) 
 
1 = strongly disagree to 7 = strongly agree 
 
Life Satisfaction 
 
1. In most ways, my life is close to ideal 
2. The conditions of my life are excellent 
3. I am satisfied with my life 
4. So far I have gotten the important things I want in my life 
5. If I could live my life over, I would change almost nothing 
 
PSYCHOLOGICAL WELL-BEING 
Adapted from Ryff (1998) 
 
1 = strongly disagree to 7 = strongly agree 
 
Personal Growth 
 
1. I think it is important to have new experiences that challenge how you think about 
the world 
2. I have the sense that I have developed a lot as a person over time 
3. I am not interested in activities that will expand my horizons (R) 
4. I don't want to try new ways of doing things – my life is fine the way it is (R) 
5. When I think about it, I haven't really improved much as a person over the years 
(R) 
6. I do not enjoy being in new situations that require me to change my old familiar 
ways of doing things (R) 
7. There is a truth in the saying that you can't teach an old dog new tricks (R) 
Purpose in Life 
 
1. I am an active person in carrying out the plans I set for myself 
2. I enjoy making plans for the future and working to make them a reality 
3. I tend to focus on the present, because the future nearly always brings me 
problems (R) 
4. My daily activities often seem trivial and unimportant to me (R) 
5. I don't have a good sense of what it is I am trying to accomplish in life (R) 
6. I used to set goals for myself, but that now seems a waste of time (R) 
7. I sometime feel I have done all there is to do in life (R) 
